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ABSTRACT
The purpose of this study was to expand the theoretical knowledge of 
the March and Simon (1958)" decision to participate " model as modified 
by Jackofsky (1982,1984) and examined by Jackofsky and Peters (1983). 
Specifically, the study examined the relationship between employee 
turnover intentions and various predictors of turnover, including a) 
desirability of movement (organizational commitment); b) ease of 
movement; c) the interaction of perceived desirability of movement 
(organizational commitment) and perceived ease of movement from the 
organization; d) job satisfaction; e) central life interest; and f) 
selected employee demographic variables.
Two-hundred forty Extension agents employed by Louisiana Cooperative 
Extension Service responded to a mailed questionnaire. The instrument 
consisted of a demographic information sheet, a measure of desirability 
of movement -- Organizational Commitment Questionnaire (OCQ) (Mowday, 
Steers, & Porter, 1979), a measure of ease of movement (Van Tilburg,
1985), a measure of job satisfaction -- Job Descriptive Index (JDI)
(Smith, Kendall, & Hulin, 1969), a measure of Central Life Interest 
(CLI) (Ben-Porat, 1980), and a measure of Intention to Quit (Peters, 
Bhagat, & O'Conner, 1981). Correlational analyses were undertaken to 
determine the magnitude and direction of the relationships between 
independent and dependent variables. Multiple regression analysis were 
performed to identify a linear combination of independent variables that 
would best predict the dependent variable, intention to quit organization.
Additionally, regression analysis was performed to identify the 
best predictor(s) of a second dependent variable, intention to quit job 
(intra-organizational change). Results from the supplemental multiple 
regression analysis using intention to quit job as the dependent variable
indicated organizational commitment entered first. The only other 
significant predictors that entered the regression equation were sex, 
tenure, job/responsibility change, and spouse's employment.
Some support was found for the modified March and Simon (1958) 
model suggested by Jackofsky and Peters (1983). Desirability of 
movement (organizational commitment) was identified as the best single 
predictor of the organization specific measure intention to quit 
organization. Organizational commitment was also identified as the 
best single predictor of the job specific measure intention to quit job. 
The amount of variance explained in the model was much greater for the 




This chapter introduces the study by including the following 
topics: the purpose of the study, theoretical/conceptual framework,
turnover models, Cooperative Extension problem framework, statement of 
the problem, hypotheses, definition of terms, significance of the study, 
assumptions, and limitations of the study.
Purpose of the Study 
The purpose of this study was to expand the theoretical knowledge of 
the March and Simon (1958) "decision to participate" model as modified by 
Jackofsky (1982, 1984) and examined by Jackofsky and Peters (1983). The 
conceptualization of this model is based on organizational effectiveness 
and its relationship to turnover. Specifically, the study examined the 
relationship between employee turnover intentions and various predictors 
of turnover, including a) desirability of movement (organizational 
commitment); b) ease of movement; c) the interaction of perceived 
desirability of movement (organizational commitment) and perceived ease 
of movement from the organization; d) job satisfaction; e) central life 
interest; and f) selected employee demographic variables. It was 
hypothesized that the organization-specific variables (commitment and 
ease of movement) were stronger predictors of employee turnover 
intentions (or movement from the organization) than would job-specific 
variables (job satisfaction). Also, certain individual values, 
interests, and characteristics (central life interest or employee
1
demographic variables) may further explain the primary relationships 
described above. This prediction was based on the findings of such 
researchers as Peters, Bhagat, and O'Conner (1981) and Jackofsky and 
Peters (1983).
Understanding employee turnover in organizations is a phenomenon 
that has been of interest to both researchers and practitioners since 
1900 (Price, 1977). Results of such studies have been suggestive of 
various factors that contribute to turnover behavior. Mobley (1982), in 
a review of the turnover research literature, identified numerous 
variables related to employee turnover. While this research has aided 
both theorists and practitioners in predicting and explaining employee 
withdrawal, the proportion of variance in turnover behavior explained in 
these studies has been small (Mobley, Griffeth, Hand, & Meglino, 1979). 
As a result, there have been several recent reviews of the literature 
that identify the need for additional insight and more indepth 
consideration of the multivariate factors that are related to turnover 
behavior (Mobley et al., 1979; Mobley, 1982.)
Continued attempts to explain and predict turnover behavior are 
understandable due to financial and other costs associated with the 
behavior. Another major consideration is the importance of studying the 
behavior of the individual employee as she/he relates to the 
organization. It is important to study the behavior of people within an 
organization since individuals and groups become the embodiment of the 
organization. To fully understand an organization in both a structural 
and qualitative sense, human activity within the organization must be 
analyzed. This study of the behavior of individuals is an essential 
component to be analyzed by those interested in advancing an
understanding of organizational effectiveness (Alfonse, Firth, & Neville,
1981). The need for this research stems from the recognition of the 
importance of organizations in the lives of individuals and as the 
framework that holds the larger society together.
Theoretical/Conceptual Framework
The March and Simon (1958) "decision to participate" model is 
conceptually consistent with an earlier theory of "organizational 
equilibrium" described by Barnard (1938) and Simon (1947). The 
Barnard-Simon theory explains the conditional survival of an 
organization, and is, in effect, a theory of motivation. The core of the 
theoretical framework is that employees make a decision to participate 
based on certain work-related factors. If the organization can identify 
those factors that serve as inducements for employees to remain with the 
organization, the more likely the organization is to survive and thrive.
March and Simon (1958) further conceptualized the employee's 
decision to participate as a balance between "inducement utilities," or 
factors that the employee values in the organization, and "contribution 
utilities," the value of things the individual foregoes in order to 
remain with or contribute to the organization. The inducements- 
contributions balance is described as the balance between the 
employee's "perceived desirability of leaving" the organization and the 
"perceived ease of movement" from the organization (March & Simon, 1958). 
March and Simon (1958) also suggested that "participation" is best 
operationalized as employee turnover, that is, being either on or off the 
organizational payroll. The March-Simon model has been interpreted as an
individual choice model, with turnover decisions viewed from the 
perspective of the employee and with the individual as the unit of 
analysis (Mobley et al., 1979). Many researchers have studied employee 
turnover behavior and its various causes and correlates, including the 
employee's perceived desirability of leaving the organization and the 
perceived ease of movement from the organization. The March-Simon 
"decision to participate" model remains perhaps the most influential 
integrative model of employee turnover (Mobley, 1982).
Turnover Models
Much of the turnover research has been based on individual choice 
models, with the March and Simon (1958) model providing the basis for 
many of the subsequent turnover models.
March and Simon Model
The March and Simon (1958) model is recognized as one of the 
earliest and most influential integrative models of the turnover process 
(Mobley, 1982). This "decision to participate" model has two distinct 
components: 1) the employee's perceived desirability of movement from
the organization; and 2) the employee's perceived ease of movement from 
the organization. These two components were thought to interact so as 
to be related to individuals leaving the organization or making 
individual turnover decisions (Jackofsky & Peters, 1983).
The original March and Simon (1958) model includes six variables 
that lead to the desirability of movement construct and six variables 
that lead to the ease of movement construct. (Figures 1 and 2 
illustrates the hypothesized relationahips.) The theory suggests that 
individuals evaluate both factors simultaneously to arrive at a decision 
to stay or leave the organization.
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Figure 1. Major factors affecting perceived ease of movement.
Note. From Organizations (p.106) by J.G. March and H.A. Simon, 1958, 
New York: John Wiley & Sons.
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Figure 2. Major factors affecting desirability of movement.
Note. From Organizations (p.99) by J.G. March and H.A. Simon, 1958, New 
York: John Wiley & Son.
The March and Simon (1958) model and its related research serve as 
the basis for the development of more recent models (Mobley et al., 1979 
Mobley, 1977; Price, 1977; Steers & Mowday, 1981). These researchers 
utilized the same propositions and concepts but placed predictor 
variables in different sequences. However, even when the order of 
prediction or specific content varied, each focused on two primary 
factors (analogous to desirability of leaving and ease of movement) 
leading to turnover.
Mobley Model
The Mobley (1977) "intermediate linkages" model has been the focus 
of more recent research efforts (see Figure 3). The model expanded on 
the March and Simon (1958) work to include the concept of "withdrawal 
cognition." The Mobley (1977) model suggested that several intermediate 
steps took place before the actual decision to quit, inchiding "thinking 
of quitting," "intention to search,"and "intention to quit/stay."
The inclusion of withdrawal cognition in the model was based on 
findings by March and Simon (1958) suggesting that dissatisfaction with 
one's job must coexist with an employee's awareness of more or better 
alternatives before an employee would actually decide to leave the 
organization. The variable, "intention to quit/stay", has especially 
received considerable support in the literature and is considered to be 
the precursor to actual turnover. It has been the strongest and most 
consistent predictor of actual turnover (Miller, Katerberg, & Hulin, 
1979; Mobley, Horner, & Hollingsworth, 1978; Mobley et al., 1979).
This conclusion is consistent with the behavioral intentions theory of 
Fishbien and Ajzen (1975), who have determined that there "should be a
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(a) A l la m a liv a  fo rm a  of w ithdraw al, a 5 
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Figure 1,  T h e  em ployee  t u r n o v e r  decision process.
Figure 3 . The employee turnover decision process.
Note. From "Intermediate linkages in the relationship between job 
satisfaction and employee turnover by W.H. Mobley, 1977, Journal 
of Applied Psychology ,62,(2), p.238.
high relation between a person's intention to perform a certain behavior 
and the actual performance of that behavior" (p.368). They suggest that 
the simplest way to determine if a person will perform a given behavior 
is to ask whether she/he intends to perform the behavior.
Mobley (et al. 1979) recommended that future turnover research deal 
not only with the work environment and external alternatives but also 
with the centrality of work from the employee's perspective. He 
suggested that employee work values may moderate the linkages in the 
turnover model (Mobley, 1982). One of the possible moderating variables 
is central life interests (CLI)--the employee's involvement in or values 
regarding work versus non-work activities. The degree to which work 
values and interests are central to an individual's life may attenuate 
relationships among satisfaction, expectations regarding present and 
alternative jobs, turnover intentions, and turnover behavior (Mobley, et 
al., 1979). Said differently, employees for whom work values and 
interests are central may remain in an organization regardless of 
dissatisfaction or other employment alternatives.
Dubin, Champoux, and Porter (1975) found that a higher central life 
interest in work was consistent with a strong desire to maintain 
organizational membership and that employees with the highest central 
life interest in work also had the highest commitment to the 
organization. Dubin's research also indicated that central life interest 
in work had a positive relationship to the evaluation of the work 
environment (Dubin et al.,1975). Further, Marsh and Mannari (1977) found 
a significant negative relationship between primacy of work values and 
turnover; that is, employees with a stronger central life interest in 
work were less likely to leave an organization.
Jackofsky Model
The Jackofsky (1984) model includes the two basic factors in the 
March-Simon (1958) model, desirability of movement and ease of movement, 
as well as withdrawal cognition (intention to quit/stay) derived from the 
Mobley model (see Figure 4).. Although the Jackofsky model has undergone 
limited testing (Jackofsky, 1982, 1984; Jackofsky & Peters, 1983; Van 
Tilburg, 1985), it appears to represent the most valid or best-supported 
components of the March-Simon model (1958) and the Mobley model (1977).
In addition, this model addresses two specific concerns found in the 
literature, the psychological/cognitive process of withdrawal and the 
refinement of the criterion variable, turnover.
Jackofsky and Peters (1983) tested the original March-Simon 
participation hypothesis using two different dependent measures, job 
turnover and organizational turnover. Job turnover was defined as 
leaving a job either by moving to another job within the organization or 
by leaving the organization (intra- or inter-organizational movement). 
Organizational turnover was defined as leaving the organization (inter- 
organizational movement). Using a moderated regression analysis to test 
the hypothesized relationship, they concluded that the interaction effect 
of desirability of movement (job satisfaction) and ease of movement 
(intra- or inter-organizational alternatives) was a better predictor of 
job turnover than of organizational turnover. The researchers explained 
that this finding was probably due to the use of a job-specific measure 
of desirability of movement (job satisfaction) rather than an 
organization-specific measure.
Due to their results and the inconsistency of prior research on 
turnover, Jackofsky and Peters (1983) recommended that future studies
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Figure 4. Jackofsky model of turnover process.
Note. From "Turnover and job performance: An integrated process model," by 
E.F. Jackofsky, 1984. Academy of Management Review, 9, 78.
should match predictor and criterion measures on either a job-specific or 
an organization-specific level. They also recommended that 
organizational commitment be used as a proxy for desirability of movement 
in predicting organizational turnover because: a) there would be
consistency of organizational specificity between predictor and criterion 
measures; and b) organizational commitment more consistently predicts 
turnover, and is more closely related to turnover, than is job 
satisfaction. Researchers have found that organizational commitment and 
job satisfaction add nonredundant sources of variance in the prediction 
of employee intention to quit (Peters, et al., 1981). As a result of 
these findings, Jackofsky and Peters (1983) recommended that future 
empirical studies elaborate and test conceptually appropriate predictors 
of organizational turnover (movement away from the organization).
Researchers have also identified several demographic variables as 
having a significant relationship to both turnover and organizational 
commitment. These demographic variables, though not necessary for a test 
of the moderating variables in the Jackofsky model, are recognized as 
helpful in interpreting results in a study. The variables that are most 
often included in turnover research include age, sex, and organizational 
tenure. Additional variables that may be important to this study are 
program area, program level, job/responsibility change, and spouse's 
employment status. Program area is the subject matter designation for 
the work focus of the Extension agent. Program level refers to the 
focus audience. Spouse's employment status refers to whether the spouse 
is in the paid labor force.
Syntheses of the literature by Mobley (1982) and Porter and Steers 
(1973) indicate that existing empirical evidence generally agrees that
there is a strong negative relationship between increased age and 
turnover, with the younger workers having the highest probability of 
leaving the organization (Mobley, 1982). Research has shown no clear 
relationship pattern between the sex of the respondent and turnover 
behavior (Mobley et al., 1979). Mobley (1982) suggests that the reason 
for the lack of a clear pattern is that gender probably interacts with 
other variables to predict turnover. As with the age variable, the 
reviewers of other turnover literature report a consistent negative 
relationship between length of service and turnover. Job mobility may be 
easier for young employees as they have fewer family responsibilities and 
more entry level job opportunities. Shorter-tenured employees 
consistently show a higher level of turnover, with turnover found to be 
significantly higher in early years of service. Length of service has 
been shown to be one of the best predictors of turnover (Mobley, 1982).
A review of the literature did not identify program area or program level 
as a variable receiving attention in the general turnover literature.
Job change is a basic proposition of job design theorists and is 
recognized as consisting of either a promotion or an assignment to a 
different job classification and duties (responsibilities) without an 
increase in organizational level. Results of a field experiment 
conducted by Keller and Holland (1981) indicate that a job change, with 
or without a promotion, can be beneficial in a number of ways, with a 
primary benefit being a worker who is a more motivated and satisfied 
member of the organization. The researcher indicated that a new job may 
be more enriching and stimulating. This longitudinal study focused upon 
workers who had been promoted or had been assigned to a different job 
classification and duties during the year. No information was provided
as to whether the change had been requested or if the moves were 
voluntary or involuntary.
Several studies of Extension agents yield results that may be 
relevant to this study. Van Tilburg (1985), in a study focusing on 
the relationship between job performance and turnover intentions of 
Extension agents in Ohio, reported age and tenure as being positively 
related to the variable intention to leave. This apparent contradiction 
with other findings was explained by the researcher as possibly related 
to the lack of promotion opportunities perceived by the majority of the 
agents sampled. Organizational commitment has also been a focus of study 
among Extension agents. Research on Extension agents has attempted to 
identify those demographic variables with the strongest relationship to 
organizational commitment. Suandi (1982) studied the organizational 
commitment of Extension agents in Ohio and determined that age was 
positively related to organizational commitment. Tenure and age were 
also closely interrelated. Sex was related to organizational commitment 
with females reporting a higher level of commitment than males (Suandi,
1982). In an analysis of organizational commitment by program area, 
agents in Ohio reported similar levels of commitment for those with job 
assignments in agriculture and home economics but reported lower levels 
for those working in 4-H (Smith, McCracken & Suandi, 1983).
Another variable identified as important in the turnover literature 
is that of central life interest. It is suggested that such non-work 
variables are often neglected in the turnover research (Mobley, 1982). 
Central life interest of Extension agents has also been a focus of study 
Ranta (1960) found a higher central life interest reported by Extentsion 
agents than for any group studied (Dubin et al., 1975).
Clark (1981) looked at the moderating effects of central life interest on 
the turnover intentions of Extension agents and found that work-centered 
agents with lower levels of current job satisfaction showed greater 
intention to leave the organization than agents who were less work 
centered who also had lower levels of job satisfaction. No literature 
was found that looked at the possible relationship between 
job/responsibility change and its affect on Extension agents nor the 
effects of spouse's employment status.
Cooperative Extension Problem Framework
The Louisiana Cooperative Extension Service was created through the 
passage of the Smith-Lever Act (1914), which established Extension 
Services at all 1862 Land Grant institutions. The United States 
Department of Agriculture, the state of Louisiana through Louisiana State 
University, and the individual parish police juries and school boards 
have entered a cooperative agreement for the planning and funding of 
Extension work. According to the Smith-Lever Act, the mission of the 
Extension Service is to provide education in the fields of agriculture, 
home economics, and related subject areas for the purpose of improving 
the well-being of individuals and families. The focus of this 
educational effort is the dissemination of usable research findings from 
the Land Grant institutions to persons who are not residents of, nor 
attending, any college or university in the state (Sanders, 1966; Report 
to Congress, 1981; Fugler, 1974).
As one of the divisions of the Agricultural Center at Louisiana 
State University, the Extension Service fulfills its educational 
responsibilities to the citizens of Louisiana (youth and adults) through 
offices and personnel located in each of the 64 parishes over the state.
All county Extension agents employed by the Extension Service in 
parish-level positions are joint appointees of the U.S. Department of 
Agriculture and the Lousiaina State University Agricultural Center. As 
members of the faculty and staff of the Lousiaian State University 
System, they are entitled to most of the rights and privileges 
accompanying such affiliation. County Extension agents play a critical 
role in the delivery of educational programs to the citizens at the local 
level. Because it is at this level that most of the direct benefits from 
the educational efforts are received, turnover of staff in parish offices 
is of primary concern to Extension administrators.
When a county Extension agent leaves a position in a parish, it is 
likely that the program delivery to the clientele will experience 
considerable disruption. It is recognized that even if the position is 
filled rapidly, there is still a decline in the quality of service being 
delivered due to the time required for the recruited agent to become 
familiar with the new position and the local situation (B. Flint, 
personal communication, March 17, 1986).
Agent turnover often results in considerable cost to the 
organization in terms of administrative time and outright expense for 
recruitment and selection of a new person. Whether the new agent comes 
from outside the organization or within, she/he must be not only 
recruited and selected but also trained to function in the new assignment 
(B. Flint, personal communication, March 17, 1986). Although it is
always a concern of management when staff resign and must be replaced, it 
is even more critical in tight economic times as some positions must be 
left vacant or duties reallocated among existing staff. This causes
program disruption or reduction and is costly in terms of Extension 
effectiveness (D. T. Loupe, personal communication, February 22, 1988).
Examination of the Louisiana Cooperative Extension Service personnel 
records for the ten-year period from 1977-88 revealed that an average of 
20 parish agents per year (approximately six percent) resigned and left 
their positions in the organization (see Table 1). From 1984 to 1988, 
the Louisiana Cooperative Extension Service was operating under a hiring 
freeze and for the past three years has been faced with budget cuts. 
During this four-year period, while the organization was operating under 
the hiring freeze and could not replace any staff who resigned, the 
cumulative turnover was 25 percent. During a hiring freeze, any employee 
turnover and consequent vacancy must be covered through movement of 
existing personnel within the organization or reallocation of 
responsibilities among existing personnel. This involuntary reassignment 
of position or responsibilities may contribute to poor staff morale and 
may result in further increase of turnover among employees. It is also, 
suggested that economic constraints and budget cuts often result in the 
migration of the best employees (B. Flint, personal communication, March 
17, 1986). Consequently, organizational turnover among Louisiana parish 
Extension agents is always a serious threat to program efficiency and 
effectiveness--and particularly during times of economic and budgetary 
constraint. The loss or redirection of organization resources results 
in considerable costs to the organization's mission -- the delivery 
of the educational program (B. Flint, personal communication,
March 17, 1986).
Table 1







1978 354 27 7.6
1979 364 22 6.0 ---
1980 392 25 6.0
1981 392 25 6.0 ---
1982 395 22 6.0 ---
1983 398 12 3.0 ---
*1984 398 25 6.0 6.00
*1985 383 15 4.0 10.00
*1986 361 12 3.0 13.00
*1987 337 14 4.0 17.00
*1988 286 22 8.0 25.00
Total 221 59.6 25.00
Average/yr. 20.0 6.0
*Hiring Freeze Imposed By Administration of Louisiana Cooperative 
Extension Service and the State of Louisiana from 1984-1988.
Statement of the Problem 
What is the relationship between employee turnover intentions 
(intention to leave the organization) and various predictors of 
turnover, specifically: a) desirability of movement (organizational 
commitment); b) ease of movement; c) the interaction of perceived 
desirability of movement (organizational commitment) and perceived 
ease of movement from the organization (inter-organizational job 
alternatives); d) job satisfaction; e) central life interest in work; 
and f) selected employee demographic variables (age, sex, organizational 
tenure, program area, program level, job/responsibility change, and 
spouse's employment status? These relationships were examined through 
a refinement of Jackofsky's (1982, 1984) employee turnover model, 
following recommendations for research by Jackofsky and Peters (1983). 
(see Figure 5).
Hypotheses
1) Desirability of movement (organizational commitment) will have 
significant inverse relationship to employee intention to quit the 
organization.
2) Ease of movement will have a significant positive 
relationship to employee intention to quit the organization.
3) The interaction of perceived desirability of movement 
(organizational commitment) and perceived ease of movement 
(inter-organizational job alternatives) will have a significant 
inverse relationship to employee intention to quit the organization 
That is, individuals who perceive high levels of ease of movement 
and low levels of organizational commitment will be more likely to
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Figure 5 . Modified Model of Intention to Quit Organization.
quit the organization. Individuals who perceive low levels of ease 
of movement and high levels of organizational commitment will be 
less likely to quit the organization.
4) Job satisfaction will have a significant inverse 
relationship to employee intention to quit the organization.
5) Central life interest (in work) will have a significant 
inverse relationship to employee intention to quit the 
organization.
6) Selected demographic variables will have a significant
relationship to employee intention to quit the organization
specifically:
a) age - negatively related
b) sex - negatively related (where females coded 1, males
coded 0)
c) organizational tenure - negatively related
d) program area - positively related (where agriculture 
is coded 2 and home economics is coded 1).
e) program level - negatively related (where each audience 
is coded as follows - adult coded 3, 4-H/other youth 
coded 2, and combination adult-4-H/other youth coded 1).
f) job/responsibility change - negatively related (where 
voluntary change coded 3, no change coded 2, and involuntary 
change coded 1).
g) spouses's employment status - positively related (where no 
employment is coded 1, does not apply coded 2, part-time 
employemnt coded 3, and full-time employment coded 4).
Definition of Terms
Parish Extension Agent
Home economists and agriculturalists employed in adult, 4H/other 
youth, or combination youth and adult positions in parish field offices 
of the Louisiana Cooperative Extension Service.
Intention to Quit
The predisposition of an individual to take action to leave his/her 
employing organization (inter-organizational turnover intentions). This 
variable is operationally defined as a respondent's score on items from 
Peters et al. (1981) employee "intention to quit" measure.
Perceived Desirability of Movement
Perceived desirability of movement will be represented by a proxy 
variable, organizational commitment. Organizational commitment is 
defined as an employee's acceptance of the organization's goals and 
values, his/her willingness to expend effort on behalf of the 
organization, and his/her desire to stay in the organization. This 
variable is operationally defined as the respondent's score on the 
15-item measurement of organizational commitment developed by Porter and 
his colleagues (Mowday, Steers, and Porter, 1979).
Perceived Ease of Movement
The perception of the employee regarding the availability and 
attractiveness of other jobs outside the organization. This variable is 
operationally defined as the respondent's score on an instrument adapted 
from Van Tilburg (1985) that measures inter-organizational job 
alternatives.
Job Satisfaction
For the purposes of this study, job satisfaction is defined as 
employee contentment with the overall job (based on job-specific factors 
as opposed to organizational-specific factors). The variable is 
operationally defined as the respondent's mean score calculated from the
sum of the mean scores on subsets of the Job Descriptive Index (JDI) --
satisfaction with the "work itself," satisfaction with "co-workers," 
satisfaction with "supervision," and satisfaction with the "job in 
general," satisfaction with "promotion opportunities", and satisfaction 
with "pay" (Smith, Kendall, & Hulin, 1969).
Central Life Interest
Employee values and involvement regarding work (relative to non-work 
activities). This variable is operationally defined as a respondent's 
score on a seven-item measure of central life interest (CLI) developed by 
Ben-Porat (1980).
Program Area
The program areas included in this study are home economics and 
agriculture. Program area will be measured as a self-report by the 
extension agents in the study.
Program Level
For purposes of this study, program level is conceptualized on level 
of desirability with reference to time demands and pressures, task 
differences, and position status within the organization. The program 
levels included in this study are adult, 4-H/other youth, and combination 
adult-4-H/other youth. Program level was measured as a self-report by 
the extension agents in this study.
Job/Responsibility Change
The occurrence of a voluntary or involuntary job reassignment or 
added job responsibility within the organization (intra-organizational 
change) the past five years. This variable is measured as a self-report 
response of Extension agents in the study. Responses will also indicate 
whether the change was voluntary or involuntary.
Significance of the Study 
Turnover in Extension is a concern of many states. Studies 
addressing the problem have been conducted in Illinois and Ohio (Manton 
& van Es, 1985; Suandi, 1982; Clark, 1981; Van Tilburg, 1985). With 
additional insight into the correlates of turnover, employers could 
possibly institute changes to affect this intention. This section will 
address the significance for research and theory and the significance for 
practice.
Significance for Research and Theory
Inconsistent findings have been reported by researchers studying 
employee turnover. In spite of the vast amount of turnover research, few 
strong generalizations can be made. The lack of conclusiveness on 
employee turnover is related to: a) the small amount of research
examining multiple causes and correlates of turnover in the same study;
b) the lack of integration of organizational, labor market, and 
individual variables guided by conceptually strong turnover process 
models; and c) the lack of refinement of the turnover variable and the 
inconsistent match between predictor and criterion measures with regard 
to the level of specificity (job or organization).
This study is designed to address these problems by investigating a
conceptually well-developed turnover process model that uses multiple 
predictors and by incorporating recent recommendations for future 
research on the appropriate definition, measurement, and match of 
predictor and criterion variables.
Significance for Practice
Turnover in any organization is always a concern of management since 
it can represent a significant cost in terms of such things as 
recruitment, selection, training and development, socialization, 
investment, disruption and replacement, and a variety of indirect costs 
(Mobley, 1982). Extension is an educational service organization, and 
its staff is one of its greatest assets as well as one of its largest 
budgetary components (B. Flint, personal communication, March, 17, 1986) 
Management is concerned with turnover as this leads to disfunction in the 
operation of the organization.
Voluntary turnover of agents in the Louisiana Cooperative Extension 
Service has resulted in vacancies that, in some cases, have not been 
filled due to budget situations (D. T. Loupe, personal communication, 
February 22, 1988). Even when an empty position has been filled, the 
result is still disruption of local programming as the process is time 
consuming and expensive. Management time must be devoted to restaffing 
positions when agents quit. This involves expenses related to 
recruitment, screening, selecting, and training and these efforts 
represent a substantial investment for the organization. Similar 
management expenses are incurred when positions cannot be filled from 
outside the organization and agents from within the organization are 
reassigned to a new position. Parish programs are usually disrupted as 
agents must adapt to the new position and responsibilities (B. Flint,
personal communication, March, 1986). Other costs incurred in 
reassigning agents and responsibilities are those related to staff morale 
when agents are asked to accept reassignments in other locations or when 
agents who remain behind are required to assume new responsibilities (D. 
T. Loupe, personal communication, February 22, 1988).
Extension administrators are charged with the responsibility of 
maintaining organizational effectiveness as individuals make job 
transitions and function in field positions within the organization. An 
understanding of some of the major factors that are contributing to 
differences in the individual's level of organizational commitment is 
needed for the purposes of recruitment and training of employed personnel 
within the Louisiana Cooperative Extension Service. Less committed 
employees are often less productive and are more inclined to leave the 
organization, thus contributing to loss of efficiency.
It can also pose a long term threat in terms of the potential impact 
on local funding. Parish governments may find it easier to discontinue 
funding and support for a position when it is left vacant than when it is 
filled. Much of the growth in Extension's human resources has resulted 
from the support of local governments willing to extend support for 
additional positions. Vacancies in positions could pose a threat to 
continued local funding and staffing.
For the Louisiana Cooperative Extension Service to conduct 
educational programs designed to meet the needs of its clientele, a 
stable work force must be maintained. It is most important that those 
factors that contribute to the maintenance of the work force be 
understood with regard to turnover intentions, organizational commitment, 
job satisfaction, and other pertinent individual values and
characteristics. Administrators would benefit from information on the 
causes of turnover so strategies can be developed to reduce turnover 
and strengthen staff commitment.
Assumptions
1. Because of the personal nature of the questions regarding ease of 
mobility, organizational commitment, central life interest, job 
satisfaction, and intention to quit, the researcher assumes the 
responses to the instruments are accurate and honest.
2. Extension agents1 self-report of perceptions of ease of mobility 
and organizational commitment are important variables for predicting 
organizational turnover intentions.
3. The variables ease of mobility and desirability of movement 
(organizational commitment) are valid for assessing organizational 
turnover intentions.
4. The organizational specific measure of desirability of movement 
(organizational commitment) is a better predictor of organizational 
turnover intentions than is the job-specific measurement of job 
satisfaction (Job Descriptive Index).
5. The intention to quit measure possesses predictive validity and thus 
is a precursor to actual turnover.
Limitations of the Study 
There are several limitations to the study that should be noted.
1. The population in the study was composed of field agents employed 
in specific positions in the Louisiana Cooperative Extension Service, 
rather than a random sample drawn from a population of agents from all 50 
state Extension services. Consequently, generalizability is limited.
2. The dependent variable "intention to quit" was used as a proxy 
measure for turnover rather than as a direct measure of actual turnover. 
Several studies have found intention to quit to be related significantly 
to actual turnover behavior (Peters et al., 1981). That intention to 
quit is the immediate precursor to actual turnover has been supported by 
various researchers (Mobley et al., 1978; Michaels & Spector, 1982; 
Dalessio, Silverman, & Schuck, 1986).
3. Only agents employed in traditional adult, 4-H/other youth, 
or combination youth/adult parish field positions will be included in 
this study. Other Extension personnel in field positions were not 
included in the study (e.g. area agents, EFNEP agents, district agents).
4. The study did not address the antecedents to organizational 
commitment, perceived ease of movement, job satisfaction, or central life 
interest.
Even with the recognition of the above mentioned limitations, this 
study makes a contribution to the growing body of knowledge on the causes 
and correlates of turnover. Because most of the previous researchers 
have not focused primarily upon organization-specific variables, this 
study's major contribution is the exploration of factors influencing 
organizational turnover as predicted by the indirect measure "intention 
to quit". The findings of this study in conjunction with the results of 
other related research, advances the understanding and prediction of 
organizational turnover.
CHAPTER II 
REVIEW OF RELATED LITERATURE
This chapter presents a review of the literature that is divided 
into two parts. Part I, presents a brief overview of the Cooperative 
Extension Service as an organization and includes in the definition of 
organization: organization defined, organizational behavior, 
organizational structure, and it concludes with a discussion of the 
Extension organization as a loosely coupled system.
Part II presents a review of literature on the constructs and 
relationships that are integral to the theoretical framework of this 
study: desirability of movement (organizational commitment), ease of 
movement, and the interaction of desirability of movement (organizational 
commitment) and ease of movement in predicting intention to quit as well 
as the relationship between job satisfaction and intention to quit.
Introduction
Specifically, this study addresses turnover intention behavior in 
the organization and its relationship to the concepts of desirability of 
movement (organization commitment), ease of movement, the interaction of 
desirability of movement (organizational commitment), and ease of 
movement, job satisfaction, and selected demographic variables, namely 
central life interest, job/responsibility change, program area, progra 
level, sex, age, tenure, and spouse's employment status. Organizational 
turnover behavior can be operationalized in a variety of ways, including 
direct measurement of actual turnover rates as well as indirect measures 
of turnover. This study addresses turnover in the organization 
indirectly through employee turnover intentions as measured by the
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variable "intention to quit."
Researchers have long been interested in the development of models 
to explain turnover in organizations. However, the need for additional 
research is recognized. Mobley (1982) identified several caveats in 
research on turnover behavior. Many of the early studies looked at 
turnover rates, but the focus was on groups of individuals, such as an 
occupation or trade group. Such an analyses did not allow for predicting 
or understanding individual behaviors to determine which individuals will 
stay with or leave an organization. Other researchers studied individual 
turnover behaviors but focused upon one or two variables analyzed 
individually. Because many of the probable causes and correlates of 
turnover are interrelated, this type of individual analysis precluded any 
statement of relative importance of variables (Mobley, 1982).
Another caveat of turnover research is that some studies have been 
retrospective and utilized exit interviews to seek causes of turnover 
after the individuals quit the organization. Exit interviews do not 
substitute for predictive analysis. Once an employee has quit, the 
tendency is to rationalize and report selectively. A further caveat is 
the measurement of change in determinants of turnover and the 
relationship of these changes to turnover intentions has received little 
attention. Because the turnover process is dynamic, its determinants are 
in a constant state of change. Changes in potential determinants of 
turnover are related to actual turnover behaviors (Mobley, 1982).
Newer studies of turnover have focused on conceptual models that 
attempt to address some of these concerns. Turnover is now recognized as 
a process with multivariate and interrelated determinants that must be 
analyzed. Turnover is an individual decision process behavior, so the
analysis of turnover intention is from the standpoint of the individual. 
Predictive rather that retrospective analysis are suggested with 
variables related to turnover behavior measured in advance. Later these 
data can be related to actual turnover to identify individual or 
organizational factors affecting the turnover rates. Extensive reviews 
of the literature identifying the factors related to turnover have been 
conducted (Porter & Steers, 1973; Mobley et al., 1979). In summary, the 
newer process models conceptualize turnover behavior in terms of the 
multivariate determinants affecting withdrawal from the organization.
Part I 
Organization Defined
Organizations have been defined in many ways and from many 
viewpoints. To Weber (1947), an organization is a: "technical category
which designates ways in which various types of services are continuously 
combined with each other and with non-human means of production" (p.
221). He saw the spirit of the rational bureaucracy in organizations as 
normally having the characteristic of formalism. Rational bureaucracy 
was thought to level class differences - providing the least line of 
resistance and the prevention of arbitrariness within the management of 
the organization (Weber 1947).
Stinchcombe (1965) defined an organization as a "set of stable 
social relations deliberately created with the explicit intention of 
continuously accomplishing some specific goal or purpose. These goals or 
purposes are generally formed for some larger structure" (p.142). Others 
view organizations as an arrangement of interdependent parts, each having 
a special function with respect to the whole (Cartwright, 1965).
Observation of the behavior of members in an organization reveals 
its organizational character. Cartwright (1965) describes the behavior 
of the organizational members as: assembling on time, engaging in a 
limited number of activities, functioning within a restricted range of 
interpersonal transactions that are stable over time, and having a 
patterned style of interaction. In such setting, behavior has a 
reasonably high degree of predictability, and people know rather well 
what is expected of one another. The activities of different individuals 
tend to combine in such a way as to reach organizational goals. This 
regularity of behavior is viewed as remarkable in light of the 
heterogeneity of the human element within the organization, because 
organizational participants vary greatly in ability, training, knowledge, 
cultural background, and individual needs (Cartwright, 1965).
In looking at the historical study and conceptualization of modern 
organizations, the early analysis was largely focused on the organization 
as a bureaucracy, as introduced by Weber (1947). In his view, the 
organization was seen as a rational solution to the complexities of 
modern problems. He devoted little attention to the character of the 
individual or particularly to the motivational basis.
According to March and Simon (1958), the more recent studies of 
bureaucracy began to pay increasing attention to the organizational 
members and their relation to the functioning of the organization. With 
organizations recognized as increasingly important in today's societal 
structure, the growing interest in individuals functioning in pursuit of 
social goals are related to the formation of specialized entities to 
accomplish these goals. Thus organizations are seen as society's 
mechanisms for getting things done (Alfonse et al., 1981). Social
scientists recognize that individuals interact with their environments 
and that behaviors are related to these interactions. Because formal 
organizations represent a major portion of that environment, it is 
essential that the importance of the organization be recognized and that 
theories surrounding organizational behavior be expanded and tested. 
Identifying those factors that contribute to organizational success has 
been a pivotal concern of educational researchers and practitioners.
This growing interest in the importance of the organization is in 
part due to this recognition of the fact that much of what has happened 
and will happen in society is based in organizations. Adults spend 
approximately one-third of their working time in organizations. When 
we think about the correction of a social problem or realize that our 
community is facing a crisis, we create an organization to deal with the 
situation. Organizations are recognized as being necessary for 
individual growth and are seen as absolutely essential for collective 
societal efforts (Mulford, 1984).
Organizational Behavior
Organizational effectiveness is an important concern of many 
scholars of organizational behavior. It is not a new concept because it 
is impossible to discuss organizations and their function without some 
understanding of effectiveness. Two general views of organizational 
effectiveness have been used and are well-recognized. One is the 
goal-centered view, "which makes a reasonably explicit assumption that 
the organization is in the hands of a rational set of decision makers who 
have in mind a set of goals they wish to pursue" (Campbell, 1977, p. 19). 
The other view is the natural systems view which, "makes the assumption 
that if an organization is of any size at all, the demands on it are so
dynamic and complex that it is not possible to define a finite number of 
organizational goals in any meaningful way. Rather, the organization 
adopts the overall goal of maintaining its viability or existence through 
time without depleting its environment or fouling its nest. Thus to 
assess an organization's effectiveness, one should try to find out 
whether an organization is internally consistent, whether its resources 
are being judiciously distributed over a wide variety of coping 
mechanisms, whether it is using up its resources faster than it should, 
and so forth" (Campbell, 1977, p.20). Models using the natural systems 
approach focus on the people factors and look at such factors as degree 
of conflict among workgroups, the nature of communication, the level of 
racial tension, percentage of jobs filled by people with appropriate 
skills, and job satisfaction of employees. This approach looks at the 
overall viability and strength of the system.
Human organizations and their problems and phenomena have also been 
studied by many major philosophers, historians, and biographers who have 
looked at their management and prerequisites. Identifying those factors 
that contribute to understanding organizational success has been a 
pivotal concern of many educational researchers and practitioners in the 
past century. Success in an organizational setting is explained by 
Marschak (1965) in terms of the behaviors of the organization's members. 
The organizational effectiveness movement has produced a vast body of 
research that suggests that there are a variety of variables which can 
contribute to the success of an organization.
One important variable is "organizational survival," theorized by 
Barnard (1938) and Simon (1947) as the decision to participate in the 
organization by its members. The Barnard-Simon theory, referred to as the
"theory of organizational-equilibrium," is essentially a theory of 
motivation emphasizing that the continuation of its members to 
participate in the organization is critical to the survival of the 
organization (March & Simon, 1958).
One indication of an individual's decision to continue or 
discontinue participation is evidenced by turnover. The significance of 
turnover in organizations is emphasized by the fact that many definitions 
of organizational effectiveness include turnover in the definition 
(Mobley, 1982). Campbell (1977) reviewed the literature and identified 
turnover as one of 14 variables used in measuring organizational 
effectiveness. Turnover is viewed as a measure of voluntary termination, 
typically assessed from archival records. Other criteria identified for 
measuring organizational effectiveness include job satisfaction and 
motivation. Campbell concludes that most theorists and researchers who 
adopt the natural systems point of view appear to accept the basic 
assumption that the systemic variables contained in their model are 
significantly related in a casual fashion to the accomplishment of a 
variety of organizational goals. Campbell (1977) concludes: "There is
apparently no research that has attempted to determine directly the 
hierarchical relationship among a representative sets of criterion 
variables" (p. 44).
Organizational effectiveness as viewed by Steers (1975) is the 
ability of the organization to acquire and efficiently use available 
resources to achieve its goals. The focus is on operative rather 
than official goals, meaning the true goals of the organization as 
opposed to goals stated for public consumption. Efficiency is also 
related to effectiveness as efficiency refers to the inputs needed to
achieve goals. Steers, Ungsom, and Mowday (1985) make the point that 
efficiency is defined in terms of which resources are utilized rationally 
in the pursuit of organizational goals. They cite such factors as 
employee turnover, absenteeism, and other human resources variables as 
indicators of organizational efficiency rather than organizational 
effectiveness. However, they acknowledge that these factors may 
contribute indirectly to effectiveness. They suggest a process model to 
study effectiveness that has as one of its emphases the interrelationship 
between the parts of an organization, and the environment as they 
together relate to effectiveness. This process model recognizes 
constraints that inhibit reaching maximum goals and emphasizes individual 
behavior as it affects organizational success or failure (Steers et 
al. ,1985).
Organizational Structure
Effective organizational management requires designing an 
organizational structure that has rather stable and fixed relationships 
among jobs within the organization, and reflects task differentiation and 
coordination along horizontal and vertical lines. The description of a 
three-part structure emphasizes: 1) formal characteristics, including a 
division of labor, span of control, formalization, and authority; 2) 
groupings, including functional, product, divisional, geography, or 
matrix; and 3) inertia, including mechanistic or organic (Steers et 
al.1985).
Weber (1947) is credited with identifying four formal 
characteristics of an organization: 1) the division of labor, calling for 
a specialization of tasks; 2) span of control, referring to the number of 
subordinates who directly report to a supervisor; 3) formalization,
referring to detailed and specific rules; and 4) number of authority 
levels, referring to whether a large number of subbordinates report to 
one superior or fewer subbordinates report to several supervisors.
In addressing the concept of organizational grouping, Steers et 
al. (1985) recognize five common types: 1) functional structures where 
different groups are coordinated by clear programs that delegate areas of 
responsibility and integration, 2) product-management structures where 
one product manager has full responsibility for designing, manufacturing 
and marketing his/her product with the focus on product life cycle, 3) 
divisional structures where an independent and autonomous designated 
group performs all functions required to carry out its operations 
independent of the rest of the organization, 4) geographic structures 
where location places staff near the point of action where each group can 
monitor changes in its own area , and 5) matrix/mixed structures where 
the elements are combined in a temporary manner to facilitate flexibility 
in dealing with complex environments.
The final concept used in the describing the organization is that of 
inertia, which refers to the way the organization responds to the external 
environment. The two response types described by Steers et al. (1985) 
are mechanistic structures, which are seen as more appropriate for 
relatively stable environmental conditions, and organic management 
systems which seem more appropriate for changing environmental 
characteristics. The characteristics identified as belonging to the 
mechanistic structure are: 1) rigid classification of roles in
specializing functional tasks, 2) definite definitions of duties and 
responsibilities, 3) system of communication hierarchy that is well 
defined, and 4) task knowledge and control from the top of the
organization. Organic structures are described as having: 1) roles
that are flexible and adaptable, 2) loosely defined systems of 
communication hierarchy, 3) knowledge and task control that can be 
located anywhere in the organization, and 4) communication that is 
lateral. Arising out of these conceptualizations of organizational 
structures are several different perspectives on organizational 
structures.
One of the earliest theorists to recognize the importance of 
organizational structure was Barnard (1938). He identified the formal 
organization and discussed the concrete social process by which social 
actions are accomplished. In his discussion, Barnard (1938) observed 
that many and sometimes most of the observable actions of human beings 
are determined or directed by their connection with formal organizations. 
The educational organization is one of many significant formal 
organizations identified by Barnard (1938). Barnard (1938, p. 73) 
defines a formal organization as "a system of consciously coordinated 
activities or forces of two or more persons." He refers to an 
organization as a system because each part is related to every other part 
interred in it in a significant way; that is, each part in the system is 
defined for a particular purpose or point of view. He describes the 
significant way as the fact that the components of a system are 
interdependent variables.
Another more recent and divergent view of the effective organization 
has been conceptualized by Karl Weick (Goodman, Pennings, & Associates, 
1977). This view of the organization as a "loosely coupled system" goes 
back a quarter of a century but has become more popular during the past
decade (Crowin, 1987). The influence of this new thinking not only has 
affected researchers but has impacted the world of organizational 
practitioners (Lane, 1986). The popular best selling book In Search 
of Excellence (Peters & Waterman, 1982) is heavily influenced by the 
theories of Weick. The principle focus of the loose coupling framework 
is on the processes that result from interactive human behavior. In 
this conceptualization of the organization, the bureaucratic view of the 
organization as rational, objective, and purposeful is rejected (Lane, 
1986). To Weick (1976), loose coupling is a condition in which separate 
parts and events in an organization retain their individual identity and 
physical and logical separateness but at the same time are responsive to 
one another. This forms a type of organic natural system (Crowin, 1987).
Loose coupling is also associated with the writing of March (1962) 
and Simon (1964). According to Crowin (1987), Weick, drawing on the work 
of March (1962) and Simon (1964), describes the organization in terms of 
loose coupling by noting that organizations are composed of relatively 
stable subsystems. That these parts exist in different environments is 
referred to as loose coupling. This view suggests that though 
organizations are composed of relatively stable subassemblies, these 
parts are tightly coupled internally but loosely coupled to one another. 
It is often implied that loose coupling between subsystems contributes 
to the persistence of the system (Crowin, 1987).
Weick (1977) suggests that effective organizations have a different 
set of characteristics from those recognized by other researcher/ 
theorists. He identifies the characteristics of the effective 
organization as: 1) garrulous, 2) clumsy, 3) superstitious, 4)
hypocritical, 5) wandering, and 6) grouchy. Weick also speaks of
punctuation and says any set of punctuation marks is arbitrary and simply 
a way to chop the stream of experiences into sensible, manageable, and 
manned units. In furthering this explanation, and discussing the concept 
of garrulous, Weick argues that an organization can never know what it 
thinks or wants until it sees what it does. He suggests reflecting on 
what has occurred as a way to understand what is occurring within an 
organization. This reflection is seen as closed, and he concludes this 
internal focus both formulates and contains effectiveness. Weick (1977) 
says organizations talk a lot, often to themselves, and communicate some 
of the time. What organizations choose to reflect on and the conclusion 
drawn from this reflection can either hinder or promote the adaptability 
of the organization.
Organizations are seen as clumsy in the sense that effective 
organizations may in some ways be viewed as less efficient in a 
utilitarian context. This ideal suggests the effective organization does 
not set rigid goals but allows the redrawing of boundaries around 
elements, recombining the elements, and in turn learning more about the 
activity of combining elements. Weick (1977,) concludes: "Thus,
organizations that complicate their lives may be viewed as more effective 
than ones that streamline their lives" (p.202).
A third characteristic suggested by Weick is that effective 
organizations use a randomization process when making decisions. By this 
he implies that selective forgetting may enable the organization to 
actually be more flexible. This combinational flexibility would enable 
individuals to continually reshuffle ideas about which and how events are 
connected to other events and what the meanings of these events are.
This could promote adaptability when it is necessary to perceive a 
different view of the world. With a sense of answers, the individual is 
in a position to take action. Such action provides new experiences that 
are available for "novel retrospective interpretations" (Weick, 1977, 
p. 205). Randomization also breaks down old patterns of viewing 
situations and can add dimensions not previously available. Weick says 
that hypocrisy often makes evolutionary sense and thus may be an 
important component of effectiveness. He sees a need for words and deeds 
that are contradictory. The contradiction is that there is a need for 
both reflecting the past to insure short-term adaptation and another for 
discrediting the past to insure long-term adaptation. This task can be 
achieved in one of two ways--using old selection criteria but acting in 
new ways or doing what always has been done by continually interpreting 
the actions using new criteria. This contributes to both simultaneous 
flexibility and stability and avoids the extremes of either total 
repetition, which fails to respond to change, or total innovation, which 
would fail to utilize the economics of respecting efficient actions.
Effective organizations are also described in terms of how they 
handle variations (monsters) that arise within the organization. Weick 
(1977) concludes that only those notations that are stabilized long 
enough for sluggish selection to occur have any chance of surviving.
This process of natural selection is seen as involving a small number of 
positive feedback loops operating over a period of time, result in 
unique entities that may produce significant increments in effectiveness.
Octopoid is another term used by Weick (1977) in describing 
characteristics of effective organizations. In this description, the 
organization is compared to an octopus whose tenacles are separately
integrated, neurally quite poorly connected, and yet the octopus manages 
to move and preserve itself at least for a period of time as a viable 
entity. Like the octopus, the people within the organization face an 
undifferentiated flow of experiences not knowing which cues are good 
ones and which ones are poor, do not always see connections, and are 
able to infer only after repeated observations. Within organizations, 
individuals find that outcomes often depend on what other do. Goals 
exist in a disorderly world and with this sense of the world can be 
viewed in several different but equally plausible ways. Effective 
organizations are further identified as wandering. Wandering is seen 
as a primary function with the destiny secondary. In this framework, 
the means become more important than the end. Weick describes 
effectiveness as a process of sequences that he labels organizing 
effectiveness. This view encourages less focus on the instrumental 
or end-oriented process and suggests the emphasis be placed more 
upon the means toward the end as a way to view effectiveness.
Wandering is used to describe the process since no one is exactly sure 
what will transpire along the way to the end. Weick further suggests 
that boundary drawing is a variable rather than an absolute since the 
environment can be viewed as located in the mind of the individual who 
imposes these boundaries in interpreting his experiences. As an 
additional point, it is inferred that many organizational goals are 
unclear and that goal-interpreted behavior rather than goal directed 
behavior may more adequately explain organizational effectiveness.
Grouchiness is a phenomenon of the effective organization. Weick 
(1977) claims that complaints are relatively constant in number, but the 
level of the complaint changes and can be categorized as to either focus
on lower-order or on higher-order needs. This supposes that complaints 
will rise in level rather than go away as conditions improve. Changes in 
complaint content can be viewed as a way to assess adaptations in 
measuring effectiveness. He also suggests that verbal complaints may not 
be as sensitive as more subtle indicators in measuring effectiveness. 
Weick (1976) provides a detailed description of educational organizations 
in terms of their being loosely coupled systems, emphasizing that they 
are tied together frequently but loosely. This theory of loose coupling 
is suggested as another way to examine educational organizations rather 
than through traditional bureaucratic theory. Some parts of 
organizations seem to function in a rational manner but other parts do 
not. Concepts such as loose coupling serve as sensitizing devices. They 
are used in developing a language for analyzing complex organization and 
for noticing things that have previously been taken for granted or gone 
unnoticed (Weick, 1976). Two components of a system would be described 
as loosely coupled if the two systems share a few common variables or 
share weak variables that are independent of one another. Loose coupling 
also allows the imagery of building blocks where parts can be joined or 
broken down into stable subsystems. These subsystems would be recognized 
as the crucial elements in the organization or system.
Coupling within organizations is discussed in terms of coupling 
mechanisms. Two of the most frequently discussed are the technical core 
of the organization and the authority of office. In technical coupling, 
"each element is some type of technology, task, subtask, role, territory 
and person, and the coupling are task-induced. In the case of authority 
as the coupling mechanism, the elements include positions, offices, 
responsibilities, opportunities, rewards and sanctions, and it is the
coupling among these elements that presumably hold the organization 
together" (Weick, 1976, p. 4). Weick concludes that neither of the 
coupling mechanisms is paramount in the United States's education 
organizations.
The Extension Service As A Loosely Coupled Organization
Society has increasingly turned to government for the provision of 
important social services. The Cooperative Extension Service is an 
organization created to improve food production by communicating the most 
advanced agricultural practices to the people in the farming community. 
The Louisiana Cooperative Extension Service was one of the organizations 
created through the passage of the 1914 Smith-Lever Act which established 
Extension services at all of the 1862 Land Grant institutions. Adult 
education for farmers had begun almost at the birth of the nation and had 
continued to grow in various forms in each state throughout the nation.
In addition to the many educational programs being conducted at the 
state level, the Federal Government was also actively contributing to the 
advancement of agriculture. The Morrill Act of 1862 provided that at 
least one college be created in each state to teach subjects relating to 
agriculture and mechanical arts. The United States Department of 
Agriculture, as a branch of the Federal Government, was also created in 
1862. In 1878, Congress passed the Hatch Act establishing experiment 
stations at each of the 1862 Land Grant colleges to conduct agricultural 
research. The Smith-Lever Act of 1914 formalized and increased support 
for a collective effort between the Federal Government, the Land Grant 
colleges, and county governing boards for agricultural Extension work. 
Thus this act both created the Cooperative Extension Service and set
forth its mission and major functions: "To aid in diffusing among the 
people of the United States useful and practical information on subjects 
relating to agriculture and home economics and to encourage the 
application of the same" (Smith-Lever Act, 1914). The audience for the 
information, as specified in the act, should be persons not attending or 
residents of Land Grant colleges. Its methodologies would consist of 
"field demonstrations, publications, and other wise". This act put the 
work of the Extension Service on a stable financial basis, and provided 
for Federal-State cooperation and more uniform administration of the 
state's work (Report to Congress, 1981).
The Louisiana Cooperative Extension Service, as it is known today, 
is organized at the federal, state and parish levels to deliver a diverse 
program of instruction to local communities. The relationship between 
the federal and state components in the Extension Service is not a 
hierarchy but more like a partnership. At the state level, the United 
States Department of Agriculture, the state of Louisiana, and the 
individual parish police juries and school boards have agreed to a 
cooperative agreement for the planning and funding of Extension work.
As one of the divisions of the Agricultural Center at Louisiana 
State University, the Extension service fulfills its educational 
responsibilities to the citizens of Louisiana--both youth and 
adults--through offices and personnel located in each of the 64 parishes 
over the state. All professional staff employed by the Extension service 
are joint appointees of the United States Department of Agriculture and 
the Louisiana State University Agricultural Center. As members of the 
faculty of the Louisiana State University System, they are entitled to 
most of the rights and privileges accompanying such affiliation.
For purposes of this discussion and because no literature was found 
specifically related to the Extension organization as a loosely coupled 
system, this description of the Extension service in Louisiana in terms 
of loose coupling theory will draw from the broader literature focusing 
on the schools. Considerable research has been conducted to identify and 
explain the functions and organization of schools in terms of loose 
coupling. In analyzing schools, the following characteristics of a 
loosely coupled system are found in the literature. Schools are seen as 
organizations with ambiguous goals, unclear technologies, fluid 
participation, uncoordinated activities, loosely connected structures, 
and a structure having little effect on outcomes (Hoy & Miskel, 1978). 
Weick (1985) cautions that loose coupling should be viewed descriptively 
before it is viewed evaluatively in order to see the functions played in 
generating variations, preserving autonomy, and localizing trouble.
In its overall administrative position, the Extension service is a 
part of the Louisiana State University System and thus would be expected 
to embody characteristics attributed to universities. Clark (1983) 
describes the university as a multiplication of subunits that accompanies 
increases of size and institutional complexity. Thus the sections of a 
university can be described essentially as a loosely coupled or loosely 
joined federation of organizations. Such a structure is characterized by 
an ambiguously defined dual decision-making system. Some decisions are 
made by professional peers and others by administrators. This phenomenon 
is explained by the fact that members occupy specialized positions that 
require autonomy, and each specialized position has outside affiliations 
with independent and often hostile groups. This description can be 
applied to the Extension Service as a subunit of the larger system
with its own succinct mission and organizational structure.
The description of the organization as being constructed of 
relatively stable subassemblies can also appropriately be applied as a 
characteristic of the organization of the Extension Service. The 
organization is administered at three separate levels that are both 
tightly coupled internally and loosely coupled between the subsystems.
The administrative structure of the Louisiana Cooperative Extension 
Service is: 1) the central administration, consisting, of a vice
chancellor and director who utilizes a two member council to administer 
the bugetary and policy making authority of the total organization;
2) nine district agents, who are responsible for staffing, general 
supervision, and program direction and evaluation of seven to nine 
parish office staffs, and 3) parish chairmen, who are responsible for 
coordination/management of the daily activities of two to nine 
professionals who have responsibilities for individual components of 
the parish program and for general parish program direction. The 
district agent, administrator for the local program and supervisor for 
the parish agent, is officed to be located near those directly 
supervised. At each level of administration, the person at the 
lower level reports and is responsible to the person at the higher level 
who has administrative authority in the particular geographical area.
The administrative structure of the organization displays this additional 
characteristic of loosely coupled systems in that within each level the 
parts or subsystems are tightly coupled internally. Immediate 
supervisors are housed with or near those they supervise, and the staffs 
are held accountable to their immediate supervisor for the work done.
The coupling between the various administrative levels would be described
as loosely coupled in that the subassemblies (parish agent staffs) are 
not cross-supervised and thus report only to their immediate supervisor 
who in turn reports to top administration.
The chain of command would best be describes as loosely coupled with 
subassemblies tightly coupled internally but loosely coupled to one 
another. At each level of supervision, rather clear-cut lines of 
authority are drawn. These lines of authority, and the program and 
policies, are communicated to the professional staff primarily through 
formal written channels. It is difficult to determine if each staff 
member is thoroughly familiar with all policies, which exemplifies 
another characteristic of the loosely coupled system.
Another characteristic of the loosely coupled organization 
applicable to the Extension Service is that within each level of the 
organization, the members of the staff are considered to be and are 
identified as professionals. Staff members are hired on the basis of 
their qualifications and credentials and are expected to be capable of 
carrying out the duties and responsibilities that accompany a specific 
position. Like the schools, the community has confidence in the 
university, who in turn has confidence in the staff it has selected at 
the parish level. Even though the university system hires the agents, 
they typically cannot be assigned to a parish without the consent of the 
district agent, the parish chairman, police jury members, and for some 
positions, the school board. The type of work performed and the physical 
location of much of the work (primarily outside the Extension office 
among clients) requires that each employee be given a great deal of 
autonomy in the decision making and operation of his/her program.
The program operates very similarly to and could be compared with
an informal classroom with loosely defined walls and a student body 
composed of volunteers who enroll in the activities and who can remain in 
or leave the program as they choose. Extension agents have a great deal 
of freedom in deciding what educational information is most pertinent to 
a particular clientele within a particular parish. In order to help 
insure that correct and timely information is being provided, specialists 
in various agricultural, home economics, 4-H and communications subject 
matter areas are available to parish agents for consultation and 
assistance with preparing and identifying appropriate materials. Agents 
are also kept informed of the most current information through a 
continuous process of inservice training and correspondence with 
specialists at the university. The specialists, located on the main 
campus of the university, have no line authority for supervision at any 
level. Because each of the individual parish staff members are 
specialized professionals, they too have outside affiliations with 
independent and potentially hostile groups. This association also 
contributes to the autonomy of individuals within the organization.
The conceptualization of the loosely coupled system when applied to 
the organization and functioning of the Extension Service provides 
further support for the importance of the participation of the local 
agent who maintains the effectiveness of the organization. The 
decision-to-participate by each individual agent is thus critical to the 
continuity of the Extension program.
Part II
Part II of this chapter is subdivided according to the components of 
the model and relationships of interest in this study: desirability of
movement (organizational commitment), partial determinants 
of organizational commitment, ease of movement, partial determinants of 
ease of movement, and the relationship between job satisfaction and 
organizational commitment. This review of the turnover literature will 
synthesize research findings related to the specific model of concern for 
this study.
Conceptual Model
The theoretical basis for the study is derived from the March and 
Simon (1958) "decision to participate" model that explains the motivation 
of individuals to remain in an organization in terms of the simultaneous 
evaluation of their "desirability of movement" from the organization and 
their "ease of movement" from the organization. This model has been 
modified, tested, and expanded many times (Mobley, 1977; Mobley et al., 
1979; Jackofsky, 1982, 1984). The Jackofsky (1982, 1984) expansion of 
the March and Simon model and the suggestions by Jackofsky and Peters 
(1983) for further refinement of the model form the conceptual framework 
for this study. The model of interest is multivariate in nature and 
explains the relationship between variables that directly and indirectly 
affect employee organizational turnover behavior intentions. It should 
be noted that though the Jackofsky (1984) model serves as a basis for 
this research, the model, when tested in its original form, was found to 
best predict job turnover rather than organizational turnover (Jackofsky 
& Peters, 1983). The modified model in this study is specifically 
designed to predict organizational turnover, which is defined as movement 
away from the organization. Recent research findings have supported the 
need for including organization specific variables when focusing on 
turnover behavior (Jackofsky 6c Peters, 1983). Findings of the Jackofsky
and Peters (1983) study indicated that in measuring desirability of 
movement from an organization, the usual indication of job satisfaction 
as a turnover determinant variable was a better predictor of job 
turnover, movement away from a specific job, than of organizational 
turnover, defined as movement away from the organization. Their 
suggestion was to use organizational commitment as a proxy measure of 
desirability of movement when the intent was to measure organizational 
turnover; that is, to use an organization-specific variable rather than a 
job-specific measure when one was measuring organizational turnover 
intention. Thus using organizational specific measures in the current 
research should provide for a more complete representation of the 
organizational turnover phenomenon.
Basic Model
As shown in Figure 5 the basic model includes three primary 
determinants of turnover: desirability of movement (organizational
commitment), ease of movement and intention to quit (see Table 5).
The research literature relating to each of these are introduced below.
Desirability and Ease of Movement. The proposed process model is 
based on the original March and Simon (1958) decision to participate 
model as modified by Jackofsky (1984). This modified model conceptualizes 
that turnover behavior is a partial function of the individual and joint 
effects of 1) desirability of movement and 2) the ease of movement as 
viewed by the individual making the turnover decision. Several studies 
have supported the rationale for use of organizational commitment to 
represent desirability of movement and expectations of finding alternate 
employment when looking at ease of movement (Van Tilburg, 1985; Jackofsky 
& Peters, 1983; Jackofsky, 1982, 1984; Clark, 1981). [Both of the
concepts - ease of movement and desirability of movement 
(organizational commitment) will be discussed in detail in future 
sections].
Intention to Quit. An additional component of the model under 
investigation was the intention of the individual to quit the 
organization. This conceptualization of intention as a predictor of 
future behavior is based on the Fishbein (1967) and Fishbein and Ajzen 
(1975) model that behavioral intentions are the key determinants of 
actual turnover. They hypothesized that certain behaviors must occur 
before an act will occur. These behaviors would include both looking for 
a job and intending to change positions as key determinants of actual 
turnover (Arnold & Feldman, 1982).
In the model being studied, it is suggested that the interaction of 
organizational commitment and ease of movement can activate intention to 
quit. For example, if an individual becomes less committed or the 
person's ease of mobility is enhanced by an attractive position offer, 
the intention to quit may become activated. As such, intention to quit is 
the maturational component of the model, which must be activated and in 
place before actual turnover will take place.
Such a motivational factor has been specified in previous models 
(Jackofsky, 1982). Jackofsky utililized the concept of arousal to 
withdraw indicating that facilitating conditions must be present for the 
act of turnover to actually occur. March and Simon (1958) suggested 
the concept of motivation as the primary factor influencing an 
individual's participation in an organization. Mobley (1977) expanded 
this concept and suggested intermediate linkages in the employee 
withdrawal process as including "thinking of quitting," "intention to
search," and "intention to quit/stay." These can act as motivators in 
the intention to quit decision if the ease of mobility and organizational 
commitment balance is skewed toward lowered commitment and higher 
awareness of ease of movement. In summary, several researchers have 
conceptualized intention to quit as a motivational factor occurring 
before the actual withdrawal decision that results from either the ease 
of mobility side or the organizational commitment side of the model or 
some combination of the two.
Interaction of Desirability of Movement (Organizational Commitment 
and Ease of Movement. The modified model (Figure 5) also implies that 
organizational commitment and ease of movement interact to predict 
intention to quit (see Figure 5). For example, individuals who from the 
organizational commitment side of the model have become less committed 
may be more motivated to quit the organization. The individuals can be 
predicted to evaluate their ease of movement (e.g. feasible alternatives) 
before leaving. From the ease of movement side of the model, the 
individual must first be aware of alternative jobs that are appealing.
If this awareness activates arousal of intention to quit, such 
individuals may then evaluate the decision to stay or leave based on the 
strength of all factors influencing their decision.
Determinants of Desirability Of Movement
As shown in Figure 5, the primary determinant of desirability of 
movement from the organization as investigated in this study is 
organizational commitment (see Figure 5). Recently this construct has 
been offered in the explanation of the turnover process (Mobley et al., 
1979). The withdrawal from organizational participation from the 
desirability of movement side of the model is the evaluative response in
terms of levels of organizational commitment. The conceptual and 
empirical identity of the components in the psychology of the withdrawal 
process and their interrelationship have not always been clear (Mobley 
et al., 1979). This study attempts to further clarify and integrate 
these concepts in a general model of the organizational turnover process. 
Organizational commitment and two of its determinants, central life 
interest and job/responsibility change, as specified in the model are 
discussed below.
Organizational Commitment
Several predictive measures of the linkages between the employee and 
the organization have been been investigated and compared as to their 
relative impact on organizational turnover. Organizational commitment is 
one of the measures investigated. To further expand the March and Simon 
(1958) model as suggested by Jackofsky and Peters (1983), organizational 
commitment will be the proxy measure of desirability of movement. Others 
have suggested that organizational commitment is the most reliable 
indicator of movement away from the organization (Koch & Steers, 1978; 
Porter, Steers, Mowday & Boulian, 1974). Morrow and McElroy (1986) 
investigated five measures of work commitment and found evidence of the 
independence of organizational commitment from the other measures 
(protestant work ethic, job involvement, career salience, and work as a 
central life interest) in their investigation. Their conclusion was that 
the development of organizational commitment requires individuals to 
think in fairly global terms about their organization and thus requires a 
longer period to develop. In a study using two samples, Steers (1977) 
found that organizatinal commitment was strongly related to intent and 
desire to remain with the organization for both samples and moderately
related to attendance and turnover for one of the samples. Porter et al. 
(1974) measured attitudes at four points in time and found organizational 
commitment to discriminate better between stayers and leavers than the 
other measures employed.
Other Partial Determinants of Organizational Commitment
Central Life Interests. Mobley (1982) suggested that there are also 
non-work values that may moderate the linkages in the turnover model.
One of these possible moderating variables is central life interests 
(CLI). Dubin et al. (1975) found a strong desire to maintain 
organizational membership consistent with a high central life interest 
in work. He found workers with the highest central life interest in work 
also had the highest commitment to the organization. According to Mobley 
et al. (1979), to the extent that non-work values and interests are not 
central to an individual's life values and interests, the relationship 
among satisfaction, expectations, and turnover intentions and behavior 
will be attenuated. The work of Dubin et al. (1975) has demonstrated 
that differences in central life interests are related both to an 
evaluation of the work environment and to levels of organizational 
commitment. Marsh and Mannari (1977) investigated Japanese workers using 
a lifetime commitment model and demonstrated a significant negative 
relationship between primacy of work oriented values and turnover.
Job/Responsibility Change. Movement within the organization through 
a job/responsibility change as a surrogate for turnover has been 
speculated for more than 30 years. Several researchers have indicated 
that alternative forms of employee movement such as a job change might 
affect the decision to quit the organization (Mobley, 1977). Mobley et 
al. (1979) suggested an evaluation of internal alternatives is included
in an evaluation of the present job. Research conducted by Jackofsky and 
Peters (1983) included the job change issue in their conceptualization of 
the turnover process. Their results were only suggestive of the 
relationship of a job change as they did not actually examine transfer as 
a surrogate for employee turnover. In an actual test of the surrogate 
relationship, Dalton and Todor (1987) studied interorganizational 
mobility and found strong support for the attenuating impact of internal 
mobility on turnover. Their findings indicate individuals who wish to 
leave their current position (transfer) and can are much less likely to 
quit the organization than those who wish to move but are unable to do 
so. It also appeared that those individuals who are able to voluntarily 
change positions have lower rates of turnover than those who do not 
request a transfer at all.
Other researchers have indicated that internal mobility may increase 
commitment to the organization (Brett, 1982; Grusky, 1966; Pruden, 1973). 
Hrebiniak and Alutto (1972) identified predictors of organizational 
commitment and included a measure of dissatisfaction with the basis of 
organizational advancement. Results showed commitment varying as a 
function of the organization reward structure. This finding would be 
consistent with the inducement-contribution balance suggested by March 
and Simon (1958) as a determinant of continued participation.
An additional report of beneficial effects of a job change was that 
of Keller and Holland (1981). They suggest a job change, whether 
promotional or nonpromotional, can have beneficial effects on a number of 
important variables. They suggest that perceptual measures of job 
characteristics and role requirements can measure the actual job changes 
in organizations. Researchers conclude that a job change within an
organization may have some potential to reduce intention to leave and 
perhaps reduce turnover itself (Brett, 1982; Grusky, 1966; Pruden, 1973). 
Dalton and Todor (1987) called for additional research on factors such as 
job change that might mitigate an employee's propensity to quit.
Although not hypothesized in the model under study, researchers 
have identified certain demographic factors as significant in predicting 
organizational commitment. Of those studied, age has consistently been 
found to be positively related to organizational commitment (Hrebiniak & 
Alutto, 1972; Koch & Steers, 1978). Tenure has also been found to be 
positively related to organizational commitment (Koch & Steers, 1978).
Two additional variables, sex and marital status, have also consistently 
shown a positive relationship to organizational commitment (Hrebiniak & 
Alutto, 1972). Females indicated a higher level of commitment than 
males. And single respondents of either sex were less committed than 
married respondents.
Determinants of Ease of Movement
As shown in Figure 5, the primary determinants of ease of movement 
as hypothesized in this study are the individual's expectations of 
finding feasible alternative employment. The model of interest in this 
study is in agreement with the notion of the original March and Simon 
(1958) conceptual model indicating ease of movement and its determinants 
form one of the subsets of factors that strengthen the prediction of 
turnover behavior. Mobley (1977) has suggested that there are at least 
two intentions of interest in the prediction of turnover, intention to 
quit and intention to search. He suggests intention to search should 
generally come before intention to quit and actual turnover. Mobley 
(1977) expanded the focus of the original March and Simon (1958) model to
include what he termed "intermediate linkages" in the withdrawal decision 
process. These variables included the concepts of "thinking of 
quitting," "intention to search," and "intention to quit/stay." The 
latter variable "intention to quit/stay," as previously discussed, has 
received much empirical support in the literature. An expanded version 
of the Mobley (1977) model was conceptualized by Mobley et al. (1979). 
This model forms the framework for many of the more recent studies of 
turnover behavior. This discussion of intentions will focus on the role 
and components of ease of movement as related to the turnover process.
In their test of several components of the Fishbein (1967) model of 
behavioral intentions, Horn, Katerberg, and Hulin (1979) compared it to 
two other approaches to turnover. The two other approaches investigated 
were job satisfaction and organizational commitment. The Fishbein 
behavorial intention model had the highest multiple correlation with the 
actual behavior being studied. In their study, both behavioral 
intentions and organizational commitment were more accurate predicators 
than job satisfaction. Arnold and Feldman (1982) conducted a 
multivariate investigation of turnover behavior. Their results supported 
the existence of significant relationships between the set of 
independent variables in their model and actual turnover behavior. 
Turnover was related to age, tenure in the organization, overall job 
satisfaction, organizational commitment, perceived job security, and 
intention to search for an alternative position. Their findings did not 
support the hypothesis that the personal, cognitive, and affective 
variables influenced turnover behavior through their impact on intentions 
to change positions. Several additional variables were found to explain 
turnover beyond that explained by intentions. They also tested the
interaction of intentions and perceived existing alternatives and found 
no support for this hypothesis in their study. Turnover was found to be 
more related to intentions to search for alternatives than to intentions 
to change positions. Intention to search for alternatives was found to 
be highly predictable from a combination of age, job satisfaction, and 
organizational commitment. A similar study by Griffeth and Horn (1988), 
focusing on the determinants of turnover, found neither the utility 
(important job outcomes) of job offers nor the perceived availability of 
alternatives made large contributions to predicting turnover. The best 
predictor related to alternatives was the general perception of available 
alternatives rather than a measure designed to determine the importance 
of knowing the availability of specific alternatives. Their conclusion 
was that given the importance of perceived alternatives in most turnover 
models, there is still much to be done regarding the role and 
operationalization of this concept in contemporary turnover research. 
Steele and Ovalle (1984) conducted a meta-analysis of the research on the 
relationship between behavioral intentions and employee turnover. Their 
results indicate that turnover was better predicted by intentions than by 
overall job satisfaction, satisfaction with the work itself, or 
organizational commitment.
In a study by Jackofsky and Slocum (1987), there was also a direct 
negative relationship between expectations of finding alternatives and 
intention to quit. This research did not support the arguments of prior 
researchers who have argued that an increase in the ability to find 
alternative jobs affects an individual's decision to leave, as such 
alternatives might make leaving more probable and/or provide the
prtopportunity for leaving should one desire to leave. Jackofsky and Slocum 
(1987) conclude that empirical evidence to support this contention from 
the original March and Simon model, that an increase in the desirability 
of movement stimulated the motivation to withdraw from the organization, 
has been inconsistent. They further agree, however, that the role of the 
ease of movement measure is important to understand the turnover process 
theoretically, even though the ease of movement variables have yielded 
mixed results.
Intention To Quit 
The original March and Simon (1958) model of organizational 
participation contains the concept of individual choice behavior in the 
decision to leave the organization. This decision of individuals to 
leave the organization is paramount in determining the survival of the 
organization. Indications of individual turnover behavior as predicted by 
intention to quit are recognized as better resources for planning 
purposes than actual acts of turnover. The Fishbein and Ajzen (1975) 
model of behavioral intentions emphasizes the relationship between 
attitudes, beliefs, and intentions in understanding individual behavior 
(Mobley et al., 1979). Once an employee has quit, there is little an 
employer can do except to assume the expense of hiring or training 
another employee (Dalessio et al., 1986). Literature has supported the 
need for using predictions for purposes of long range planning. These 
predictions are concerned with the behavioral trends in a population and 
can be analyzed to identify particular determinants of individual future 
turnover. Based on these considerations, "intention to quit" is the 
dependent variable in this study of turnover behavior intention. The 
relation of turnover intention to actual turnover will be discussed below
as will reports of direct measures of turnover that are related to the 
conceptual model in this study.
Following the direction set by March and Simon (1958), Mobley (1977) 
developed a model of employee turnover that has received extensive 
revision, testing, and analysis. A simplified version of the model was 
developed by Mobley, Horner, and Hollingsworth (1978). In testing the 
simplified model, their study of precursors to turnover of hospital 
employees revealed that when all of the eight independent variables 
included in their study were combined, only intention to quit was 
significantly related to turnover. The Mobley model of the employee 
turnover decision process identifies a set of withdrawal cognitions that 
were determined to be precursors to actual turnover. Several empirical 
tests have been conducted and lend support to the revised model 
(Mobley et al, 1978; Miller et al., 1979).
Current attention models (Mobley, 1977; Mobley, 1982; Mobley et 
al., 1979) view turnover intentions as the most immediate determinant of 
actual turnover. Research has supported a measure of intention to quit 
as the most powerful predictor of turnover behavior (Dalessio et al., 
1986; Mobley et al., 1979). Intention to quit explains, on the average, 
about 25 per cent of the variance in actual turnover (Steel & Ovalle, 
1984). This indicates that other variables account for some variance in 
the turnover decision process but that intention to quit is the strongest 
single predictor of turnover. Mobley (1982) concludes that "intentions 
are the best predictors of turnover and that preceding variables, 
including satisfaction do not add to the prediction of turnover over and 
above intentions" (p 122-123). This finding is consistent with that of 
Newman (1974), who in his test of the Fishbein (1967) model found that
intentions as well as two preceding variables related to intention were 
significantly related to turnover. Mobley et al. (1982) found only 
intention to quit was significantly related to turnover. Other variables 
in the study accounted for some variance, but only the "intention to 
quit" variable had a direct effect on predicting actual turnover. This 
finding indicated "intention to quit" encompassed the effects of the 
other variables in the model. Similar relationships have been reported by 
other researchers (Steele & Ovalle, 1984). Using a path analysis to 
evaluate existing data from five studies testing the Mobley (1977) model 
of turnover, they concluded that future research should devote more 
attention to the direct and indirect effects of variables on intention to 
quit as opposed to actual acts of turnover. If the precursors to 
turnover are better known, then employers can institute changes that 
could relate to the turnover decision.
After reviewing more than 150 studies of employee turnover,
Muchinsky and Tuttle (1979) concluded that there appears to be a succinct 
method to predict turnover that is as useful as the more elaborate 
procedures and that behavioral intentions seem to have considerable 
practical value. Kraut (1975) found that responses to a single-item 
question dealing with expressed intent to remain predicted both short- 
and long-term turnover. Muchinsky and Tuttle (1979) concluded that this 
type of prediction reflects behavioral intentions in that the workers 
are simply asked how long they plan to work on the job. They found that 
many variables have been used to predict turnover but that the 
empirically derived measure of intentions was the most valid and 
certainly more parsimonious predictor of turnover (Muchinsky & Tuttle, 
1979). Other researchers interested in predicting turnover behavior have
identified "intention to quit" as the best single predictor of future 
turnover behavior (Mobley et al.,1979). This finding is consistent with 
Locke (1968), who suggested that the best indicator of an individual 
behavior was the stated intention of that individual to behave.
Several additional demographic variables identified in this study as 
being related to turnover behavior have also been identified by others.
A positive relationship between family responsibility and turnover was 
found by Muchinsky and Tuttle (1979), but their findings suggest that the 
relationship is moderated by whether the employee is the primary or 
secondary wage earner. Mobley (1982) concludes that turnover research 
focusing in the area of non-work values including family and career 
dynamics will be required as more families join the dual career society. 
It would appear that a decision by an individual involves not only an 
evaluation of the current and possibly future jobs within or outside the 
organization but also an evaluation of the effects upon nonwork and 
individual variables as well.
Interaction of Desirability of Movement (Organizational Commitment) and 
Ease of Movement in Predicting Intention to Quit
Arnold and Feldman (1982) looked at the concept of intention to 
search for alternatives in their study of turnover behavior.
Additionally, they looked at how organizational commitment was related to 
turnover behavior. Their findings indicate that intention to search for 
alternatives was highly predictable by a combination of measures 
including organizational commitment. Both of these variables were found 
to be related in predicting actual turnover one year later. However, they 
did not analyze their data to determine any type of interaction between 
these two variables as predictors of turnover. No studies were identified
that looked specifically at the interaction of organizational commitment 
and ease of movement in the prediction of turnover behavior.
Job Satisfaction
Even with the vast amount of research on job satisfaction and 
dissatisfaction, our understanding of these phenomena has not advanced 
in line with the amount of effort (Locke, 1969). Satisfaction has been 
given many definitions, but most often it is viewed as the overall 
attitude individuals have toward their jobs (Kalleberg & Loscocco, 1983).
Job satisfaction of Extension field personnel has received limited 
attention from researchers. One study by Fugler (1974) focused on job 
satisfaction of Extension agents in Louisiana and related satisfaction to 
selected variables including job and organizational tenure, years since 
last promotion, and the difference between actual and expected salary. 
Instruments used in this study included the Job Descriptive Index and the 
Porter Need Satisfaction Questionnaire. Findings showed a relatively 
high level of agent satisfaction, specifically satisfaction with 
co-workers. The least satisfaction was with pay. Differences by sex 
were not significant, but job tenure showed a significant relationship to 
job satisfaction. Studies of Extension personnel in states other than 
Louisiana have also looked at factors influencing job satisfaction. One 
study focusing upon job satisfaction as measured by the Job Descriptive 
Index found that the factors having the highest correlations with overall 
job satisfaction included work, supervision, and people (Graham, 1983).
In identifying research directed toward Extension personnel, most of 
the studies seem to have focused on various aspects of job satisfaction 
of agents. One recent study of Extension agents in Pennsylvania looked 
at the relationship between work and family life of county Extension
agents. This study found that some aspects of the job related to 
emotional climate negatively affected the family life of the agent.
Other aspects of the job affected the family life positively, such as 
flexible schedules, pride in work, and satisfaction from helping people 
(St. Pierre, 1984). Another study related job satisfaction and 
performance to personality types of Extension agents in Arkansas (Graham, 
1983). This study found significant differences in satisfaction related 
to age, education, tenure, and salary levels. Van Tilburg (1985) 
examined the nature of the determinants of intention to search for 
alternatives and some factors influencing intention to quit in her study 
focusing on job performance of Extension agents in Ohio.
Organizational Commitment and Job Satisfaction 
One of the more recent developments of turnover research has been to 
look at the relationship between job satisfaction and organizational 
commitment and on the independent and joint effects of these variables on 
employee intentions to quit (Peters et al., 1981). The relative 
contributions of both the job satisfaction and commitment variables to 
the employee withdrawal process have received considerable attention 
(Porter & Steers, 1973 ; Mobley et al., 1979). Porter et al. (1974) 
in compaing two attitudinal constructs - job satisfaction and 
organizational commitment, found that commitment and satisfaction are 
related, yet distinguishable, attitudes. The highest correlations were 
found between the job satisfaction subscale - the work itself and 
organizational commitment. On the average, the two constructs shared 
less than 35 percent of the common variance, with each appearing to 
contribute unique information about the individual's relationship to the 
organization.
Both organizational commitment and job satisfaction have been found 
to be negatively related to turnover (Mobley et al, 1979; Mowday et al., 
1979; Porter & Steers, 1973). It has been suggested that commitment is 
more strongly related to turnover than is satisfaction (Horn et al., 1979 
Porter et al, 1974). Much of the recent research has indicated that 
organizational commitment is a better predictor of turnover than is job 
satisfaction (Koch & Steers, 1978 ; Porter et al, 1974).
Job satisfaction appears to be the better predictor of turnover in 
the early phase of employment, but with the passage of time, 
organizational commitment appears to be a better predictor of turnover, 
while job satisfaction fails to predict turnover.
Conclusions from the Porter et al. (1974) study summarize these 
findings very well.
On the one hand, the development of organizational 
commitment appears to require an individual to think 
in fairly global terms about his or her relationship 
to the organization during the initial employment 
period. We would expect that a relatively greater 
amount of time would be required for an employee to 
determine his level of commitment to the organization 
than would be the case with his level of job satisfaction.
On the other hand, the degree of one's job satisfaction 
appears to be largely associated with specific and tangible 
aspects of the work environment and may represent a more 
rapidly formed affective response than does commitment.
One's level of job satisfaction may thus be more transitory 
in nature, which could account for the shifts in the mean
degrees of satisfaction over time found in the present study.
Porter et al. (1974) suggests this is expected because commitment 
represents a more global attitude than job satisfaction due to its 
identification with the organization as a whole as opposed to specific 
aspects of the job. Commitment has been shown to be more clearly related 
to turnover than to job satisfaction. It has also been shown that 
commitment and job satisfaction add nonredundant sources of variance to 
the prediction of individual intentions to quit (Peters et al., 1981). 
Commitment is also visualized as more stable over time than job 
satisfaction (Mowday et al., 1979). Peters et al. (1981) explored the 
independent and joint effects of organizational commitment and job 
satisfaction and the relative contribution of each to intention to quit. 
Their conclusion was that their findings were consistent with prior 
findings, indicating that commitment seems more closely related to an 
antecedent turnover variable than any of the job satisfaction measures.
It has been concluded that beyond commitment, satisfaction makes an 
additional contribution to the prediction of a person's intention to quit 
(Porter et al., 1974).
CHAPTER III 
METHODOLOGY AND PROCEDURES 
Chapter 3 contains a discussion of the research design, 
instrumentation, data collection, and analysis procedures used in testing 
the hypotheses of the study.
Research Design
The design of the study is correlational in nature with multiple 
independent variables and one dependent variable. The independent 
variables of the study are desirability of movement (organizational 
commitment), ease of movement, the interaction of perceived desirability 
of movement (organization commitment) and perceived ease of movement, job 
satisfaction, central life interest, and selected demographic variables. 
The dependent variable in the study is organizational turnover as 
measured by intention to quit.
Study Participants 
There were 261 parish Extension agents employed by the Louisiana 
Cooperative Extension Service, who were assigned to the traditional 
program areas of agriculture or home economics, and who worked in either 
adult positions, 4-H/youth positions, or a combination adult and 
4-H/youth positions within one of the two program areas. The 
participants in this study were the entire population of Extension 
agents with these described assignments who were employed on January 9, 
1989, the day the questionnaires were mailed. Each subject in the study 
was assigned a number for identification purposes.
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Data Collection Procedures 
The data were collected via a mailed questionnaire of study 
instruments (see Appendix A). Included in the mailing were a copy of the 
questionnaire with the identification number of the subject, a cover 
letter containing an introduction to the study, instructions for 
completing the questionnaire, and a self-addressed stamped envelope (see 
Appendix A). A reminder post card was sent out two weeks after the 
initial mailing to all individuals who had not responded. One week later 
a second packet of materials containing a letter (see Appendix B), a 
stamped self-addressed envelope, and another copy of the questionnaire 
was mailed to non-respondents. A deadline for inclusion in the sample 
was established. These procedures were suggested by Dillman (1978) for 
mail surveys.
Instrumentation
A survey instrument, designed according to Dillman (1978), was used 
to collect the data from extension agents in the population. The 
instrument consisted of a demographic information sheet: a measure of 
desirability of movement -- Organizational Commitment Questionnaire 
(OCQ) (Mowday et al., 1979): a measure of Ease of Movement (Van 
Tilburg, 1985): Job Descriptive Index (JDI) (Smith et al., 1969): a 
measure of Central Life Interest (CLI) (Ben-Porat, 1980): and a 
measure of Intention to Quit (Peters et al., 1981). A complete 
copy of the collective instruments used in the study can be found in 
Appendix A.
Organizational Commitment Questionnaire (OCQ)
Desirability of movement from the organization (organizational 
commitment) was measured by the Organizational Commitment Questionnaire
OCQ, originally developed by Porter and his colleagues (Mowday et al. 
1979). The OCQ consists of 15 items and is designed to measure employee 
commitment to work organizations. A complete copy of the 15-item 
instrument used in this study can be found in Appendix A. A nine-item 
short version containing only the positively worded items was also 
developed and listed. The nine-item version may be an acceptable 
substitute where questionnaire length is a consideration (Mowday et al. 
(1979). However, Mowday et al. (1979) recommend 15 items where conditions 
permit. Porter and Steers (1973), in an effort to develop a general 
measure of organizational commitment, administered the OCQ to 2563 
employees working in a wide variety of jobs in nine different work 
organizations. The OCQ is designed to tap the various aspects of 
organizational commitment as defined by Mowday et al. (1979): a strong 
belief in and acceptance of the goals and values of the organization, 
willingness of the employee to exert high levels of effort on behalf of 
the organization, strong desire to remain with the organization, a degree 
of belongingness or loyalty to the organization, and a positive 
evaluation of the organization.
Reliability. Mowday et al. (1979) established reliabilities for 
the Organizational Commitment Questionnaire OCQ as part of a large 
investigation to develop a general measure of organizational commitment. 
Reliability estimates (Cronbach's Alpha reliability) for the 15 items in 
the OCQ ranged from a low of .82 to a high of .93 with a median of .90. 
Test-retest reliability was also established by Mowday et al. (1979).
The test-retest coefficients were .53, .63, and .75 over a two, three, 
and four month period respectively and .72 over a two month period and 
.62 for three months. Item analysis correlations were reported by Mowday
et al. (1979) for both the nine-item and 15-item OCQ. Each item was 
found to have a positive correlation with the total score range of 
correlations from .36 to .72 with a mean correlation of .64. In general, 
the negatively worded items correlated less highly with total score then 
the positively worded items, but differences were not great. Results of 
these estimates of the internal consistency suggest that the 15-items of 
the OCQ are relatively homogeneous with respect to the underlying 
attitude construct they are measuring (Mowday et al., 1979). Cronbach's 
Alpha reliability coefficients were computed for the original 15-item set 
used in this study.
Validity. Convergent validity scores were reported for the OCQ. It 
was suggested that the OCQ should be related to other instruments 
designed to measure similar affective responses (Mowday et al., 1979).
The OCQ was correlated with the Sources of Organizational Attachment 
Questionnaire--a 12-item scale designed to measure the perceived 
relationship of various aspects of the job, work environment, and 
organization to the individual. The convergent validities ranged from 
.63 to .74 with a median of .70, thus supporting convergent validity for 
the OCQ. The extent to which the OCQ was related to employees' 
behavioral intentions to remain (a construct imbedded in the 
conceptualization of commitment) was also determined. Using a single 
item available from five studies assessing the extent to which employees 
anticipated leaving the organization, significant correlations were found 
between OCQ and the intent to remain in each study. Although the 
magnitudes of three of the five correlations were not high -.31, .31,
.33, .63, and .68, - a strong relationship would not be expected since 
intent to remain or leave represented only one of the three primary
components in the definition of commitment, and a number of other factors 
can be expected to be related to a commitment to remain in addition to 
one's organizational commitment. For example, in one study, the OCQ was 
strongly related to how long respondents would remain with the 
organization.
According to theory, commitment should be related to motivation to 
perform and intrinsic motivation. Four studies where such data were 
available suggested a moderate relationship between the two variables 
with correlations ranging from .33 to .45. In a study by Dubin et al. 
(1975) it was found that organizational commitment was related to central 
life interest. Chi squares were used to report the findings. A study of 
retail employees provided independent ratings of employee commitment 
(e.g. willingness to exert effort, belief in goals and values of 
organization, etc.) by the employee’s supervisor. Correlations between 
the OCQ and the supervisors' ratings of commitment were calculated using 
a restriction of range procedure with the reported correlation .60 
(Mowday et al., 1979). Mowday et al. (1979) concluded that these 
findings provide some evidence of convergent validity. Discriminant 
validity was investigated by Mowday et al. (1979). The ability of the 
OCQ to demonstrate acceptable levels of discriminant validity when 
compared with other measures was determined.
Scoring. The Organizational Commitment Questionnaire (OCQ) items 
were scored on a 7 point Likert scale with the scale points labeled:
1) strongly disagree, 2) moderately disagree, 3) slightly disagree, 4) 
neutral, 5) slightly agree, 6) moderately agree, 7) strongly agree. Item 
responses are summed and divided by 15 to arrive at a mean indicator of 
employee commitment. Six of the 15 items were negatively phrased in an
effort to reduce response bias. These six items were later reverse 
scored for analysis purposes.
Ease of Movement
The Ease of Movement measure is designed to assess the extent to 
which persons believe they are able to find acceptable work elsewhere, 
either within or outside their current organization (Jackofsky and Peters 
(1983). Jackofsky and Peters (1983) used three items to measure this 
variable. In the Jackofsky and Peters (1983) study, persons responded to 
each item on a five-point Likert-type scale. Responses were summed to 
create a total score; the greater the total score, the greater the 
perceived ease of movement. The reliability of the scale was reported as 
.64. Ease of movement in this study was measured by a seven-item 
instrument similar to one adapted from Jackofsky and Peters (1983) by Van 
Tilburg (1985) for a study of Extension agents in Ohio (see Appendix A).
Reliability. The reliability for the seven-item scale to be used in 
this study was established by Van Tilburg (1985). The Cronbach's Alpha 
reliability reported by Van Tilburg (1985) was .83. Alpha reliability of 
the scale with this sample was established. . „
Scoring. The scores on the seven-item instrument was summed to 
create a total score and then divided by seven to obtain a mean score; 
the greater the mean score, the greater the perceived ease of movement. 
Job Descriptive Index (JDI)
Job satisfaction was measured using the Job Descriptive Index (JDI) 
originally developed by Smith et al. (1969). Responses of 
952 people in seven organizations were used in developing the original 
JDI. A complete copy of the JDI is found in Appendix A. Permission to 
use the 1975 version of the JDI was obtained from Bowling Green,
University, which holds the copywright. The JDI is designed to measure 
six theoretically and practically useful dimensions of job satisfaction; 
pay, promotion, supervision, type of work, the people on the job, and 
the job in general.
Reliability. Corrected split-half internal consistency coefficients 
are reported to exceed .80 for each of the scales. Some evidence for 
stability over time is reported (Smith et al. 1969; Jung, Dalessio, & 
Johnson, 1986). Cronbach's Alpha reliability for the population used 
in this study was computed.
Validity. Thorough validation of the JDI has suggested strong 
discriminant, external, and convergent validity (Smith et al., 1969).
Scoring. Scoring for the JDI is accomplished using a three-choice 
response. The respondent is asked to write "yes" next to each item that 
describes his pay (promotion, etc.) and "no" for each item that does 
not. A question "?" response is indicated for items for which the 
respondent is undecided. "Y" answers are scored 3, "N" answers are 
scored 0, and "?" answers are scored 1 point. Scores were totaled for 
each subscale, and the mean was be computed from the item responses from 
each subscale. The higher the score, the higher the measure of 
satisfaction for the subscale.
Central Life Interest CLI
The measure of Central Life Interest was as follows: "Each question 
represented an activity that had an approximately equal likelihood of 
occurring in connection with some aspect of the job or workplace, or at 
some definite point in the community outside of work" (Dubin, 1956, p. 
134). The original instrument was a 32-item CLI measure introduced by 
Dubin et al. (1975). Ben-Porat (1980) developed a seven-item short
form of the CLI designed to refer to work vis-a-vis other situations.
The seven-item short form was used in this study. A complete copy of the 
seven-item short-form can be found in Appendix A. The decision to use 
the short form was based on the following reasons: 1) The short form of
the CLI would require less time for respondents to complete the 
instrument and 2) Mannheim and Dubin (1986) indicate support for the use 
of a short form of CLI as they chose a six-item short form of the CLI. 
for use in their study of the work role centrality of industrial workers.
Reliability. Split-half reliabilities of "around .90" were reported 
by Dubin et al. (1975) on the 32-itera CLI. However, no information 
was provided regarding the assumption about the level of measurement.
The seven-item short form of the CLI developed by Ben-Porat (1980) 
reported an Alpha reliability of .76. The average item-total correlation 
was .69, and the average inter-item correlation was .34. Cronbach Alpha 
reliability of the CLI was computed for this study.
Scoring. Respondents were be asked to rate each item on a 
five-point Likert-type scale, from "strongly disagree" to "strongly 
agree". A total score for the seven items was calculated and then 
divided by 5 to obtain a mean for each respondent.
Intention To Quit
The measure of Intention To Quit adapted for use in this study was 
originally developed by Peters and Jackofsky (Peters et al., 1981). It 
has been shown to be significantly related to actual employee turnover 
behavior (Peters et al. 1981). Jackofsky and Peters (1983) suggest 
that measures should be constructed so that the prediction of intention 
to quit identify either organizational-specific or job-specific 
variables. The measures of intention to quit were operationalized in
this study to reflect the concepts of both job quit intention 
(job-specific) and organizational quit intentions (organization- 
specific) . The three questions in the instrument were repeated in two 
separate sections -- one phrased to measure job quit intentions and the 
other phrased to measure organization quit intentions (see Appendix A).
Reliability. The reliability for the original intention to quit 
measure was reported by Peters et al. (1981) as .88. No information was 
provided as to how the reliability was established. Cronbach's Alpha 
reliability was computed for the population used in this study.
Scoring. The Intention To Quit measure was scored using a five- 
point Likert-type scale with item responses ranging from 1) strongly 
agree, 2) agree, 3) neutral, 4) disagree, and 5) strongly disagree.
After reverse scoring the third item in each subscale, responses to the 
three items in each subscale (quit organizational and quit job) were 
averaged to obtain a mean score, with higher scores reflecting a stronger 
intention to quit.
Data Analysis
There were several types of data analyses conducted. The unit of 
analysis for all statistical procedures is the individual respondent. 
Instrumentation Reliability and Validity
Preliminary analyses were conducted to examine the psychometric 
properties of the five instruments used in this study. Alpha 
reliabilities for all instruments were computed: Intention to Quit,
Organization Commitment Questionnaire, Central Life Interest, Job
Descriptive Index, and Ease of Movement.
Descriptive Statistics and Correlations
Descriptive statistics were computed for all study variables, 
including means and standard deviations. Pearson product-moment 
correlation coefficients were computed to examine relationships between 
and among all variables. Correlation coefficients were examined for 
possible removal in the regression analysis due to multicollinearity. 
Multiple Regression Analysis
To test the study hypotheses, data were analyzed by a stepwise 
multiple regression technique. Turnover intentions were regressed 
against desirability of movement (organizational commitment), ease of 
movement, the interaction of desirability of movement (organizational 
commitment) and ease of movement, job satisfaction, central life 
interest, and selected demographic variables.
Supplemental Analyses
Data were also collected on a measure of Intention to Quit Job 
(intra-organizational turnover). Additional supplemental analyses 
appropriate to the data were computed. These analyses included examining 
the relationships between Intention to Quit Job as the dependent variable 
and the independent variables in the study. Pearson product-moment 
correlation coefficients were computed to identify the relationships 
between the study variables. Stepwise multiple regression analysis was 
also done to test the relationship between the multiple independent 
variables in the study and the Intention to Quit Job 
(intra-organizational turnover), a job specific measure of turnover.
CHAPTER IV 
RESULTS
This chapter describes the results of the study and presents 
a summary of the descriptive statistics for both the independent and 
dependent variables. Independent variables include desirability of 
movement (organizational commitment), ease of movement, the interaction 
of desirability of movement (organizational commitment) and ease of 
movement, job satisfaction, central life interest in work, and selected 
employee demographic variables (age, organizational tenure, program 
area, program level, job/responsibility change, and spouse's employment 
status). The dependent variable is intention to quit. Frequency 
distributions describe and summarize the data. Alpha reliability 
analyses for all of the instruments used to measure the independent and 
dependent variables follow. Intercorrelations are discussed. The 
chapter concludes with a discussion of the results of the hypothesis 
tests and supplemental analyses.
Description of the Population 
The 261 parish Extension home economics and agriculture agents 
employed by the Louisiana Cooperative Extension Service in the 
traditional parish positions (adult, 4-H/other youth, or combination 
adult-4-H/other youth) were invited to participate in the study. A 
total of 240 usable questionnaires were returned and included in the 
analyses. The response rate was 92 percent. A summary of the 




The average age of the respondents was 41.8 years (s.d.=10.24) 
with majority (64%) of the agents between the ages of 26 and 45. 
Table 2 displays the data regarding the age variable. The youngest 
agent was 25 and only 1 was over 65.
Table 2





25 or under 1 .40 .40
26-35 79 32.90 33.50
36-45 76 31.60 65.30
46-55 53 22.30 87.40
56-65 29 12.00 99.60
Over 65 1 .40 100.00
Missing value 1 .40
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Tenure
The average length of time that an agent has been employed by the 
Louisiana Cooperative Extension Service was 15.35 years (s.d.=8.72). 
Table 3 shows that more than 40% of the agents had been employed 
between 11 and 20 years. Only 22 agents had been employed 5 or less 
years and 20 agents had 30 or more years of service to the 
organization. Table 3 indicates that Extension agents tend to remain 
in the organization for a long period of time.
Table 3
Frequency Distribution by Tenure in Organization
N=240
Response Cumulative
(Years) Frequency % %
5 or under 22 9.20 9.20
6-10 67 28.00 37.20
11-20 96 40.20 77.40
21-30 35 14.20 92.90
31-40 20 8.20 100.00
Missing value 1 .04
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Job/Responsibility Change
Table 4 (N = 240) indicates 104 agents (43%) reported having made 
a job/responsibility change within the organization within the past 5 
years. Of these, 63 individuals reported a voluntary change 
and 41 reported an involuntary change. One hundred-thirty five, or 
56% of the agents had made no change (see Table 4).
Table 4














Missing value 1 .40
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Sex
The participants were 123 males and 117 females (see Table 5).
Table 5
Frequency Distribution by Sex of Respondents
N = 240
Response Frequency % %
Male (Code = D) 123 51.20 51.20
Female (Code = 1) 117 48.70 100.00
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Program Area
Of the agents in the population, 116 were working in the home 
economics program area, and 124 were working in agriculture (see Table 6).
Table 6











*Total 240 100.00 100.00
*May not equal 100.00 due to rounding.
Program Level
Table 7 shows the program level (audience assignment) of agents. 
One hundred sixteen (48%) were assigned to the adult program,
91 (38%) were assigned to the 4-H/other youth program, and 33 
(13.7%) were assigned to the combination adult-4-H/other youth 
program level. The majority of the agents are responsible for only 
one audience (see Table 7).
Table 7















*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Spouse’s Employment
As indicated in Table 8, 58.3% of the agents had spouses who 
worked full time. Table 8 shows that an additional 9.6% had part time 
working spouses and 10.4% had non-employed spouses. Most Extension 
agents thus belong to dual-earner households.
Table 8









(code = 3 )
23 9.60 68.20
Not a Wage Earner 
(code = 1)
25 10.40 78.60
Does Not Apply 
(Single) 
(code = 2 )
51 21.20 100.00
Missing value 1 .40
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Descriptive Statistics for Independent Variables 
Data for four instrument sets used to measure the independent 
variables under investigation were completed by 240 agents.
Desirability of movement (organizational commitment), ease of movement, 
central life interest, and job satisfaction were independent variables 
on which data were collected. Table 9 presents a summary of means and 
standard deviations with the individual agent as the unit of analysis 
for the measures of the independent variables. Data were also 
collected on selected demographic variables (age, tenure, 
job/responsibility change, program area, program level, and spouse's 
employment status) (see Tables 2-8).
Desirability of Movement (Organization Commitment Questionnaire (OCQ) ) 
The Organizational Commitment Questionnaire (OCQ) was used to 
gather data concerning the desirability of movement (organizational 
commitment) of the agents to the organization. The original OCQ items 
were modified by substituting Louisiana Cooperation Extension Service 
(LCES) for the words "this organization" in an attempt to focus on the 
Extension organization. The exact wording is shown in Appendix A.
This instrument consisted of 15 items designed to elicit responses 
concerning attitudes toward working for the organization. Six 
negatively worded items were recoded to reflect positive responses for 
the analyses. Table 9 presents the mean and standard deviation for 
this instrument. The mean was 4.99, and the standard deviation for 
this population was .98.
Table 9
Summary of Means and Standard Deviations for Independent and Dependent
Variables
(N=240)




Ease of Movement (Scale 1-5) 3.60 .63 240
Central Life Interest (Scale 1-5) 3.34 .70 240
Job Descriptive Index (Scale 0, 1, 3)
Overall 1.81 .44 240
Work 2.01 .43 239*
Supervision 2.04 .78 237*
Promotion Opportunities .94 .80 240
Pay 1.13 .74 240
People on Job 2.20 .62 239*
Job In General 2.53 .47 240
Intention to Quit Organization 1.89 .96 240
Intention to Quit Job 2.21 1.05 240
Note. *Does not equal 240 due to missing cases.
Table 10 (N =240) depicts the response distribution to this 
instrument. The data indicated that 68% of the agents were in the 
agree categories, while only 8% were in disagree categories, 
and none were in the strongly disagree category. The responses to the 
instrument were relatively evenly distributed within the categories, 
although the variance was skewed toward the agree categories.
The findings suggest agents were largely committed to the organization. 
Ease of Movement from the Organization
The Ease of Movement measure used in this study was designed 
to elicit responses from the agents as to their perception of how easy 
it would be find an acceptable job outside of Extension. The instrument 
consists of seven items with two of the items negatively worded. The 
negatively worded items were recoded to reflect positive statements for 
the analyses. Table 9 presents the mean and standard deviation, for 
this instrument. The mean response was 3.60, indicating agents 
perceived there to be attainable and attractive alternatives to their 
present job outside of Extension. The standard deviation was .63.
Table 11 shows the response distribution to this instrument. Almost 60 
percent of the agents recorded scores indicating agreement with ease 
of movement. The variance distribution was somewhat limited and 
skewed toward the agree categories. Only 5.7% of the responses 
were in the disagree range, and none was in the strongly disagree 
category.
Table 10


























*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
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*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Central Life Interest (CLI)
The measure of Central Life Interest (CLI) was used to identify 
agents' work values. The seven-item instrument was designed to elicit 
responses regarding preferences for work over other situations.
Table 9 presents the mean and standard deviation for this 
instrument. The mean was 3.34 and the standard deviation was .70.
Table 12 depicts the responses distribution to the instrument.
38% percent of the agents indicated a central life interest in work. 
Slightly less than 40% of the agents indicated a relatively high central 
life interest in work. Almost 12% recorded scores in the disagreement 
range. The most frequent response was in the neutral category, 
suggesting that even though the agents indicated a central life 
interest in work, the data did not show a strong preference for work 
over other situations.
Table 12




















*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Job Satisfaction (Job Descriptive Index)(JDI)
Job satisfaction was measured by responses to the Job Descriptive 
Index (JDI). This instrument was used to measure agent satisfaction 
with multiple dimensions of the work environment. An analysis of the 
responses to the JDI shows a diversity of scores within the subscales. 
Table 9 shows a summary of the means and standard deviations for each 
of the 6 subscales as well as a mean for an overall satisfaction score 
based on a summation of the subscale means. The overall mean was 1.81 
and the standard deviation was .44. The highest level of 
satisfaction on the subscales was 2.53 for the "job in general," and 
the lowest was .94 for "promotion opportunities" (see Table 9). Table 
13 presents the responses distribution for the overall satisfaction 
score. Over 70% of the agent responses were in the 1.51 - 2.50 range, 
indicating neutral on a scaled response distribution. There was 
limited variance in the response distribution.
Table 13
Frequency Distribution for Overall Job Satisfaction
N = 240
Score
D i s t r ibut ion** Frequency %
Cumulative 
%
(0-.50) 0 0 0
(.51-1.51) 63 26.20 26.20
(.1.51-2.50) 168 70.00 96.20
(2.51-3.00) 9 3.80 100.00
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Note. **The response scale did not have equal intervals, i.e. 0 = No, 
1 = ?, 3 = yes.
Descriptive Statistics for the Dependent Variable 
Dependent Variable-Intention to Quit Organization
Intention to quit organization is the dependent variable of 
interest in this study. It was measured by a three-item instrument 
designed to assess agent intentions to quit the organization. The 
instrument contained one negatively worded item, which was recoded 
to reflect a positive statement for the analyses. The mean and 
standard deviation for the intention to quit the organization measure 
can be found in Table 9. The mean response was 1.89 and the standard 
deviation was .96. The responses to the instrument are shown in Table 
14. Almost 75% of the agents responded in the disagree categories 
indicating they did not plan to quit the organization. There was 
limited variance within the response distribution. However, 13 
individuals (5.3%) responded in one of the agree categories, 
indicating intention to quit the organization.
Table 14

















Strongly Agree 3 1.20 100.00
*Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Reliability Analyses 
Desirability of Movement Organizational commitment (OCQ))
In this study, Cronbach's Alpha reliability coefficients were 
computed for the Organizational Commitment Questionnaire (OCQ). The 
OCQ was the instrument used to measure agent commitment to the 
Extension organization. Reliability data for the 15-item OCQ can be 
found in Table 15. The reliability for this instrument was .88.
Measure Ease of Movement
Cronbach's Alpha coefficients were calculated for the ease of 
movement instrument used to measure agent perceptions of their ease 
of movement from the organization. The Ease of Movement measure 
modified from Van Tilburg (1985) was comprised of seven items. 
Reliability data for this instrument will be found in Table 15.
The reliability of the instrument for this population was .77.
Measure Intention to Quit Organization
Cronbach's Alpha coefficients were calculated for the 
Intention to Quit Organization measure. The instrument used to measure 
intention to quit organization was a version of the three-item 
Intention to Quit measure developed by Peters et al. (1981) to measure 
intentions to quit an organization. Reliability data for the 
three-item Intention to Quit measures can be found in Table 15. The 
alpha reliability of the instrument for this population was .87.
TABLE 15
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Intention to Quit Job
Cronbach's Alpha coefficients were calculated for the 
Intention to Quit Job measure. The instrument used to measure 
intention to quit job was adapted from a 3-item instrument developed 
by Peters et al. (1981) to measure intentions to quit. The instrument 
was modified to reflect intention to quit a specific job. Reliability 
data for this instrument will be found in Table 15. The Alpha 
reliability coefficient for the three-item measure of Intention to Quit 
Job was .84.
Central Life Interest (CLI)
Cronbach's Alpha coefficients were calculated for the Central Life 
Interest (CLI) instrument used to measure agent work values. Reliability 
data for this instrument can be found in Table 15. The reliability 
coefficient for this population was .77.
Job Satisfaction (Job Descriptive Index (JDI))
Cronbach's Alpha reliability coefficients were computed for 
Smith's, et al. (1969) Job Descriptive Index (JDI). This instrument 
was used to measure agent overall satisfaction with their jobs through 
a composite of measures of various components of the job. A summary of 
reliability data for the 96-item JDI instrument with the individual 
reliabilities of the six subscales and overall satisfaction will be 
found in Table 15. The reliabilities ranged from .69 to .90 for the 
subscales and .94 for the overall job satisfaction measure. The 
"Satisfaction with Work" subscale was the least reliable with a 
reliability of .69, and the most reliable subscales were 
"Satisfaction with Supervision," with a reliability of .90, and 
"Satisfaction With Job in General," also with a reliability of .89.
Tests of Hypotheses
Six research hypotheses were formulated in this study that 
described predicted relationships between the independent variables 
[desirability of movement (organizational commitment), ease of 
movement, interaction of desirability of movement (organizational 
commitment) and ease of movement, central life interest, job 
satisfaction, selected demographic variables] and the dependent 
variable intention to quit the organization. Tests of each hypothesis 
are described in this section. Based on the theoretical framework, 
research hypotheses are stated in the directional form. One-tailed 
tests for statistical significance at the .05 level were used for 
examining relationships between independent and dependent variables. 
Hypotheses 1, 2, and 3 were tested using the procedures described 
below.
Hypothesis 1: Desirability of movement (organizational
commitment) will have a significant inverse relationship to employee 
intention to quit the organization.
Hypothesis 2 : Ease of movement will have a significant positive
relationship to intention to quit the organization.
Hypothesis 3 : The interaction of perceived desirability of
movement (organizational commitment) and perceived ease of movement 
(inter-organizational job alternatives) will have a significant inverse 
relationship to employee intention to quit the organization. That is, 
individuals who perceive high levels of ease of movement and low levels 
of organizational commitment will be more likely to quit the 
organization. Individuals who perceive low levels of ease of movement
and high levels of organizational commitment will be less likely to 
quit the organization.
These hypotheses were concerned with the relationship between 
desirability of movement (organizational commitment), ease of 
movement, and their interaction, and the dependent variable intention 
to quit. The summary results of the Pearson product-moment zero order 
correlations showing the relationships between all of the study 
variables are found in Table 16. The simple bivariate correlations 
between organizational commitment and job satisfaction was .69 
indicating a substantial amount of shared variance for these two 
variables posing a problem of multicollinearity in the subsequent 
analyses. A similar problem existed between the variables age and 
tenure as the simple bivariate correlation bewteeen these two 
variables approached .80. The analyses were conducted in spite of 
these concerns but the results were interpreted in view of the 
limitations of multicollinearity.
To test the research hypotheses, a stepwise multiple regression 
was computed (see Table 17). It is noted that the results of this type 
of analysis reflect the effect of the predictor variable or variables 
on the probability of occurrence of the dependent variable.
Stepwise multiple regression was used to determine the best 
predictor(s) of the dependent variable "intention to quit." This 
multiple regression analysis included the interaction of desirability 
of movement (organizational commitment) and ease of movement as a 
predictor variable. The computed interaction term was the product of 
the two variables, desirability of movement (organizational commitment) 
and ease of movement. If the interaction term enters the equation as a
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Table 17
Summary of Stepwise Regression 













.63 39.4% -- < .0001
2 Job/Responsibility 
Change
.64 40.6% 1.2% < .05
significant predictor of intention to quit the organization, there is 
evidence of the effect of the interaction in predicting the probability 
of the occurrence of the dependent variable.
In the current study, the predictor which entered the equation 
first (highest single correlation with dependent variable) and thus 
the most significant predictor of intention to quit the organization 
was desirability of movement (organizational commitment). The 
simple bivariate correlation between organizational commitment and 
intention to quit the organization was substantial (r=-.63). This 
single predictor accounted for 39.4% of variance in the model 
being tested. The second variable to enter the multiple regression 
equation was job/responsibility change. This second predictor 
explained an additional 1.2% of the variance, accounting for a small, 
but statistically significant, amount of the variance in the prediction 
of intention to quit. The simple bivariate correlation between this 
variable and intention to quit was low (r=-.19). Both of the simple 
bivariate correlations for the predictor variables that entered the 
equation were statistically significant at the .0001 and the .001 
level respectively. The F test for the model was significant when each 
of these predictor variables was added to the model. None of the other 
variables under study made a significant contribution to the regression 
equation, indicating that they failed to explain any significant 
additional variance over and above that already accounted for. The 
best prediction model was represented by the combination of the 
desirability of movement (organizational commitment) variable and the 
job/responsibility change variable. This two-variable model accounted
for 41% of the variance for intention to quit the organization (see 
Table 17).
No other model from this analysis will be discussed because the 
other 10 variables when combined explained less than an additional 2 
percent additional variance. Thus to add these additional variables 
to the model would be inefficient (see Table 17).
In looking at the correlation between the interaction term and 
intention to quit the organization, the simple bivariate correlation 
was moderate (r=-.42). It was statistically significant beyond the 
.0001 level (see Table 16). However, the interaction term did not enter 
the regression equation as a significant predictor. As far as the 
predicted interaction effect of organizational commitment and ease of 
movement in predicting intention to quit, support was not found for 
hypothesis 3. It appeared that the variance partially accounted for by 
the significant bivariate correlation between the interaction term and 
intention to quit the organization could be largely explained in terms 
of the correlation between intention to quit and desirability of 
movement (organizational commitment). The variance increment for the 
"ease of movement" component was not significant.
The ease of movement term also did not enter the regression 
equation as a significant predictor. The simple bivariate correlation 
between ease of movement and intention to quit the organization was 
negligible (r=.08) and nonsignificant.
xu:>
To summarize the results of the tests for hypotheses 1, 2, and 3, 
the following conclusions have been drawn:
1) Desirability of movement (organizational commitment) had a 
significant inverse relationship to intention to quit the organization 
and was the bes.t single predictor of intention to quit the organization. 
Hypothesis 1 was supported by the data.
2) Ease of movement had a positive but nonsignificant 
relationship to intention to quit the organization and did not enter 
the regression equation as a significant predictor of intention to quit 
the organization. Hypothesis 2 was not supported by the data.
3) The interaction of desirability of movement (organizational 
commitment) and ease of movement had a significant inverse relationship 
to intention to quit the organization. However, the interaction did 
not enter the regression equation as a significant predictor of 
intention to quit the organization. It appears that the significance 
of the relationship between the interaction term and intention to quit 
the organization is due largely to the significance of the desirability 
of movement (organizational commitment) component of the interaction 
term. Ease of movement did not contribute to the significance of this 
term. Hypothesis 3 was not supported by the data.
4) Using stepwise regression technique, the best predictor(s) of
the variable intention to quit the organization were determined by
2testing the significance of increments in the R of the regression 
model of the dependent variable. These best predictors of intention 
to quit the organization were desirability of movement (organizational 
commitment) and job/responsibility change, accounting for 41 percent of 
the variance in the regression model.
Hypothesis 4 : Job satisfaction will have a significant inverse
relationship to employee intention to quit the organization.
Table 16 shows the simple bivariate correlation between overall 
job satisfaction and the dependent variable intention to quit. The 
simple bivariate correlation was moderate (r = -.43). It was 
significant beyond the .0001 level. However, job satisfaction did not 
enter the regression equation (perhaps due to multicollinearity with 
organizational commitment), indicating it was a nonsignificant 
predictor of the dependent variable intention to quit the organization. 
Thus it did not explain any additional variance over and above that 
explained by organizational commitment and job/responsibility change. 
Hypothesis 4 was not supported.
Hypothesis 5 : Central life interest (in work) will have a
significant inverse relationship to employee intention to quit.
The simple bivariate correlation between central life Interest 
and the dependent variable intention to quit the organization was 
moderate (r =-.29). It was significant beyond the .0001 level (see
Table 16). However, the hypothesis was not supported, as central life
interest did not enter the regression equation and thus did not explain 
a significant amount of variance in intention to quit the organization 
(see Table 17). Hypothesis 5 was not supported.
Hypothesis 6 : Selected demographic variables will have a
significant relationship to employee intention to quit, specifically:
a) age - negatively related
b) sex - negatively related (where males coded 0, females coded 1)
c) organizational tenure - negatively related
d) program area - positively related (where agriculture is coded 2 
and home economics is coded 1 within each subject area)
e) program level - negatively related (within each program area, 
audience division coded - adult coded 3, 4H/other youth coded 2, 
and combination adult-4H/other youth coded 1)
f) job/responsibility change - negatively related (where voluntary 
change coded 3, no change coded 2, and involuntary change 
coded 1)
g) spouse's employment status - positively related (where no 
employment coded 1, does not apply coded 2, part-time 
employment coded 3, and full-time employment coded 4)
Of the demographic variables identified in hypothesis 6, 
significant but low negative simple bivariate correlations were 
determined for tenure (r = -.22), age (r = -.21), and as previously 
noted, job/responsibility change (r =-.19) with intention to quit the 
organization. All other demographic variables had nonsignificant 
bivariate correlations with intention to quit the organization. As 
noted earlier, of these variables, only job/responsibility change made 
a significant contribution to the explanation of the variation in 
intention to quit, as no other demographic variables entered the 
regression equation as significant predictors. Limited support was 
found for hypothesis 6, as only one of the demographic variables 
entered the regression equation as a significant predictor.
Supplemental Analysis
In addition to investigating relationships of the research 
hypothesis guiding the study, selected supplemental analyses were 
performed concerning interrelationships between a second dependent
variable, intention to quit job (intra-organizational change) and the 
independent variable in the study.
Table 18 shows the frequency distribution for the intention to 
quit job variable. Only 13 percent of the agents indicated that they 
agreed or strongly agreed that they would quit/change jobs within the 
organization soon. The majority indicated they planned to remain in 
their present position. The mean response to the instrument was 2.21 
and the standard deviation was 1.05 (see Table 9).
Table 18
Frequency Distribution for Intention to Quit Job
N = 240




















(code = 5 )  
(4.51-5.00)
8 3.30 100.00
* Total 240 100.00 100.00
Note. *May not equal 100.00 due to rounding.
Of special interest was the proposition that job satisfaction, a 
job specific variable, is a better predictor of intention to quit a job 
than the global predictor, organizational commitment. In order to test 
this relationship, stepwise multiple regression was used to identify 
the best predictor(s) of the dependent variable intention to quit job. 
Table 16 shows the Pearson product-moment correlation coefficients that 
depict the relationships between intention to quit job and the other 
variables in the study. These results show that the simple bivariate 
correlations between intention to quit job and the other independent 
variables were all significant but of a low or moderate magnitude, 
except ease of movement, which was not significant. The direction of 
the significant relationships was negative except for organizational 
commitment, program area, and spouse's employment, which were positive.
The strength of these relationships indicated that organizational 
commitment had the highest simple bivariate correlation with intention 
to quit job. This simple bivariate correlation was moderate (r = -.37) 
and significant beyond the .0001 level. Overall job satisfaction had 
the next highest correlation with intention to quit job, which was a 
low moderate simple bivariate correlation of (r = -.31). It also was 
significant beyond the .0001 level. The significant moderate simple 
bivariate correlations were with age (r = -.25) and tenure (r = -.27). 
Both were significant beyond the .0001 level. All other simple 
bivariate correlations were of a low magnitude but were significant at 
.0001 except ease of movement, which was nonsignificant. It may be 
noted that the simple bivariate correlation between organizational 
commitment and job satisfaction (r = .69) was significant at .0001, 
indicating a strong intercorrelation and posing a problem of
multicollinearity in the subsequent analysis.
When these variables were entered into the regression equation, 
organizational commitment entered first and accounted for 13.6% of 
the variance explained in the model. The only other significant 
predictors that entered the regression equation were sex, which 
accounted for an additional 2.6%; tenure 2.8%; job/responsibility 
change, under 1.7%; and spouse's employment, 1.3%. Neither ease of 
movement nor the interaction term entered the equation as significant 
predictors. Table 19 shows the results of the regression analysis.
The best predictive model for intention to quit the job 
(intra-organizational turnover) was comprised of organizational 
commitment, sex, tenure, job/responsibility change, and spouse's 
employment status. The combination of all of these variables combined 
accounted for only 22% of the variance explained. Age and tenure also 
showed a significant simple bivariate correlation with job 
satisfaction, although of a relatively low magnitude (see Table 16). 
Age had a slightly higher and more significant relationship to job 
satisfaction than did tenure.
In this study, organizational commitment was a stronger 
predictor of intention to quit the job than was job satisfaction.
The more global measure of organizational commitment was found to be 
the better predictor of both organizational turnover and job turnover. 
However, it is important to note that the multicollinearity of 
organizational commitment and job satisfaction would reduce the 
likelihood that job satisfaction would enter the regression 
equation.
Further, organizational commitment explained only 14% of the 
variance in job-specific turnover intentions whereas organizational 
commitment explained 39% of the variance in organization-specific 
turnover intentions.
Table 19
Summary of Stepwise Regression 













.37 13.6 -- < .0001
2 Sex .40 16.2 2.6 < .001
3 Tenure .43 19.0 2.8 < .01
4 Job/Responsibility 
Change
.45 20.7 1.7 < .01
5 Spouse's 
Employment
.47 22.0 1.3 < .05
CHAPTER V
DISCUSSION, CONCLUSIONS, IMPLICATIONS 
This chapter contains a review of the purpose and conceptual 
framework for the study, the hypotheses tested, and a discussion of the 
major findings, conclusions, and implications for theory, research, and 
practice.
Purpose and Conceptual Framework 
The purpose of this study was to examine a modified version of the 
March and Simon (1958) "decision to participate" model as suggested by 
Jackofsky (1982, 1984). This model's framework is related conceptually 
to organizational effectiveness, specifically to organizational turnover. 
The study investigated the relationship between employee turnover 
intentions and various predictors of these intentions, including a) 
perceived desirability of movement (organizational commitment) from the 
organization, b) perceived ease of movement from the organization, c) the 
interaction of perceived desirability of movement (organizational 
commitment) and perceived ease of movement, d) job satisfaction,
e) central life interest, and f) selected employee demographic variables. 
Figure 5 depicts the conceptual model.
The model posits that the individual's perceived desirability of 
movement and perceived ease of movement interact in such a way as to 
relate significantly to turnover intentions. This model assumes that 
these components are equal in weight in relating to turnover intentions. 
In this study, the organizational-specific measure of organizational 
commitment was used as a proxy measure for desirability of movement. In 
previous research by Jackofsky and Peters (1983) and Peters et al.
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(1981), job satisfaction, a job-specific measure, was used as the proxy 
variable for desirability of movement. Based on their findings and 
suggestions, this study used organizational commitment as the proxy 
measure for desirability of movement because it has been suggested that 
organizational commitment "might be a conceptually appropriate proxy for 
desirability of movement for predicting organizational turnover criteria" 
(Jackofsky and Peters, 1983, p. 497). Ease of movement has been 
recognized as appropriate for measuring either job-specific or 
organization-specific movement and thus was the construct used in this 
study to identify availability of perceived alternatives (Jackofsky and 
Peters, 1983).
The study variables were operationalized in terms of various 
self-report measures administered to Extension agents via a mailed 
questionnaire. Desirability of movement (organizational commitment) was 
operationalized with the Organizational Commitment Questionnaire 
developed by Steers and his colleagues (Mowday et al. 1979). The ease of 
movement measure was originally developed by Jackofsky (1982,1984) and 
modified by Van Tilburg (1985) for use with Extension agents in Ohio. 
Central Life Interest was measured by an instrument originally developed 
by Ben-Porat (1980). Overall job satisfaction was measured by the 
overall mean of the six subscales of the Job Description Index (Smith 
et al. 1969). The demographic variables sex, age, organizational tenure, 
job/responsibility change, program area, program level, and spouse's 
employment were single item self report measures developed for this 
study.
Major Findings
Relationship Between Independent and Dependent Variables
The predictive hypotheses concerning the relationship between the 
independent variables and the dependent variable in this study were as 
follows:
Hypothesis 1) Desirability of movement (organizational commitment) 
will have a significant inverse relationship to employee intention 
to quit the organization.
Hypothesis 2) Ease of movement (inter-organizational job 
alternatives) will have a significant positive relationship to 
employee intention to quit the organization.
Hypothesis 3) The interaction of perceived desirability of movement 
(organizational commitment) and perceived ease of movement 
(inter-organizational job alternatives) will have a significant 
inverse relationship to employee intention to quit the organization. 
That is, individuals who perceive high levels of ease of movement 
and low levels of organizational commitment will be more likely to 
quit the organization. Individuals who perceive low levels of ease 
of movement and high levels of organizational commitment will be 
less likely to quit the organization.
Results of the test of the first three research hypotheses provided 
partial support for the relationship between the independent and 
dependent variables. The substantial negative correlation established 
between organizational commitment and intention to quit and the 
subsequent entry of this variable in the regression equation as a 
significant predictor of intention to quit the organization provided the 
only support for these hypothesized relationships. Ease of movement
was not significantly related to intention to quit the organization and 
did not enter in the regression equation as a significant predictor. The 
interaction term composed of desirability of movement (organizational 
commitment) and ease of movement (inter-organizational job alternatives) 
was significantly related to intention to quit the organization but did 
not enter in the regression equation as a significant predictor of 
intention to quit the organization. When each of these predictors was 
entered into the stepwise multiple regression equation, only the first 
hypothesis was supported. Neither ease of movement nor the interaction 
made a significant contribution over and above that made by 
organizational commitment in predicting intention to quit the 
organization. Thus hypothesis 1 was supported, but hypotheses 2 and 3 
were not supported.
Hypothesis 4) Job satisfaction will have a significant inverse 
relationship to employee intention to quit the organization.
A fourth hypothesis concerning the relationship between job 
satisfaction and intention to quit the organization was partially 
supported in that the simple bivariate correlational relationship between 
the variables was in the direction hypothesized (see Table 16). However, 
when this relationship was tested using the multiple regression 
procedure, it was nonsignificant and did not enter the equation (see 
Table 17). Hypothesis 4 was not supported.
Hypothesis 5) Central life (in work) will have a significant 
inverse relationship to employee intention to quit the organization.
The Central Life Interest variable behaved in a similar manner with 
a significant negative correlation (see Table 16). However, it also 
failed to enter the regression analysis as a significant predictor of
intention to quit (see Table 17). Hypothesis 5 was not supported. 
Hypothesis 6) Selected demographic variables will have a 
significant relationship to employee intention to quit the 
organization, specifically:
a) age - negatively related
b) sex - negatively related (where males coded 0 and females 
coded 1)
c) organizational tenure - negatively related
d) program area - positively related (where agriculture is 
coded 2 and home economics is coded 1)
e) program level - negatively related (where adult coded 3, 
4-H/other youth coded 2, and combination adult-4-H/other youth 
coded 1)
f) job/responsibility change - negatively related (where 
voluntary change coded 3, no change coded 2, and involuntary 
change coded 1)
g) spouse's employment status - positively related (where no 
employment coded 1, does not apply coded 2, part time 
employment coded 3, and full time employment coded 4).
The reported simple bivariate correlations between the demographic 
variables were in the direction hypothesized except spouse's employment 
status. Significant relationships with employee intention to quit the 
organization were found for the variables age, tenure, and 
job/responsibility change (see Table 16). However, of the demographic 
variables, only job/responsibility change entered the regression equation 
as a significant predictor of intention to quit the organization (see 
Table 17). Thus predictive hypothesis 6 was not confirmed as only one of
the predicted demographic variables was a significant predictor in the 
regression model.
These findings suggest that of the variables proposed in the study, 
only organizational commitment and job/responsibility change are 
significant predictors of intention to quit the organization. The 
additional independent variables investigated in this study do not 
combine in any significant meaningful way to explain significant 
additional variance in intention to quit the organization.
Supplemental Findings
Because data were also collected on intention to quit job 
(intra-organizational change), the same correlational and multiple 
regression relationships were tested using this variable as the dependent 
variable in the analyses. Intention to quit job was significantly 
related to organizational commitment, showing a moderately strong simple 
bivariate correlation. All of the other variables were significantly 
correlated to intention to quit job, and the simple bivariate 
correlations were significant for except ease of movement. When all of 
the variables were allowed to enter the stepwise regression equation, 
organizational commitment entered first and accounted for slightly less 
than 14% of the variance. The other variables that entered the 
regression model as significant predictors of intention to quit job and 
accounted for at least 1% of additional variance were sex, 2.6%; tenure, 
2.8%; job/responsibility change, 1.7%; and spouse's employment, 1.3%.
None of the other variables was a significant predictor of the linear 
relationship with intention to quit the job. The total variation 
accounted for by the linear model containing the five predictors was 22%. 
After organizational commitment, the other four variables combined
accounted for an additional 8.4% of the variance explained by the model.
Overall findings of this study failed to provide support for the 
conceptual model as it was originally configured. There was no 
conceptual support for the theory espoused by March and Simon (1958) 
concerning the two components of decision to participate. According to 
the March and Simon model, the strongest predictor of turnover intentions 
should be the interaction of the variables desirability of movement and 
ease of movement. In this study, using organizational commitment as a 
proxy measure for desirability of movement and a previously used measure 
of ease of movement, the test of the hypothesized relationship did not 
confirm the interaction of the variables as predicting the criterion 
variable intention to quit. In the present study, Extension agent 
perceptions of these measures were examined. Direct links between the 
interaction and intention to quit the organization were not established. 
Consistent with prior findings, data from the present investigation 
indicate that organizational commitment bears a significant and 
substantially strong relationship to employee's intentions to quit or 
leave the organization. Moreover, the present data indicate that 
organizational commitment is an antecedent to the turnover variable.
The nonsignificant results of the analyses involving the proposed 
interaction - the interaction of the desirability of movement 
(organizational commitment) and ease of movement (inter-organizational 
job alternatives) - in predicting intention to quit the organization are 
understandable. To begin, this particular conceptualization of the March 
and Simon (1958) model has not been tested elsewhere. Although this 
conceptualization of the model was suggested by Jackofsky and Peters 
(1983), they had not actually tested it. While this representation of
the hypothesized interaction appears logical, it may be that the 
commitment component is such a strong predictor that the perception of 
ease of movement makes no difference in the prediction of organizational 
turnover. This conclusion is drawn because organizational commitment 
is the first and most substantial and significant predictor, and ease of 
movement is not a significant predictor at all. It may be that the 
organizational specific measure of desirability of movement 
(organizational commitment) is so strong a predictor of intention to quit 
that individuals who are truly committed to the mission and goals of the 
organization are not significantly influenced by their perception of ease 
of movement in their decision to maintain organizational membership.
The failure of the ease of movement variable and the derived 
interaction term to be significantly correlated with intention to quit and 
its subsequent failure to enter the regression equation as a significant 
predictor may be explained in part by the limited variation in the 
responses to the instrument measuring ease of movement. Lack of 
variation in one variable can result in lower correlations with the other 
study variables.
Another reason for the failure of the ease of movement component 
to be a significant predictor of intention to quit the organization may 
be explained in part by the findings of Pfeffer and Lawler (1980) in 
their analysis of commitment to an already taken course of action. From 
their research, it appears that revocability and choice seem to be most 
relevant where the issue is that of maintaining organizational 
membership. From their view, the committing effect of membership in a
public organization may contribute to this binding effect. In such 
case, the continuation of membership may be assured in part by the choice 
an employee has of alternative positions. This revocability of 
membership may be related also to age and tenure. In the present 
study, age and tenure covaried. Agents reported an average tenure of 
approximately one-half of one's work life, based upon a 30 year work 
life. From the present age of 41.8 and 15 years of service to the 
Extension service, the average worker in the organization was employed at 
age 26 and now must work for 15 additional years to be eligible for 
a retirement benefit at age 55 with 30 years of service. Because of this 
vested interest employees have developed in the organization, and because 
the older the employee, the fewer the future employment alternatives that 
remain open, employees have high incentives to maintain organizational 
membership. Therefore the longer the tenure, the less revocable and the 
more obliged the employee is to justify retaining membership. When 
alternatives exist but membership is irrevocable, commitment to current 
membership will be high as a result of the need to justify (to themselves 
or others) remaining with the organization regardless of alternative 
opportunities (Steers & Mowday, 1981). This reasoning would also be 
consistent with the inducement-contribution component of the employee 
decision to participate theory of March and Simon (1958) on which this 
study is based. If this proposition is true, the fact that Extension was 
operating under a hiring freeze may suggest that the more uncommitted, 
younger agents with the shortest tenure may have been included in the 25% 
who left during this 4 year period.
The findings of this study are consistent with other studies of 
intention to quit the organization that recognize organizational 
commitment as the most significant indicator of intention to quit (Koch 
& Steers, 1978; Porter, et al., 1974; Peters, et al., 1981). The 
findings of this study are consistent also with other studies of 
organizational commitment of Extension agents. In a study of Extension 
agents in Ohio, the mean level of organizational commitment was 5.13 
(N = 96) with a s.d. of 1 (Suandi, 1982). This measure of organizational 
commitment compares favorably with the mean of 4.99 (N = 240) s.d. of .98 
from the present study. Agents in Ohio and Louisiana display very 
similar levels of commitment to the organization.
The high levels of organizational commitment evidenced by Extension 
agents in this study may have implications for the description of the 
Extension organization as a loosely coupled system. One of the 
characteristics of loose coupling is that of a significant amount of 
autonomy of its members within each level in the organization. This 
opportunity for self-determination by Extension agents in daily 
activities along with a belief in the mission of the organization may 
be factors in explaining the high level of commitment found in both the 
Ohio and Louisiana Extension agents.
Of the other independent variables in the conceptual model, only 
job/responsibility change entered the multiple regression equation as a 
significant predictor of intention to quit the organization. The 
correlation between this variable and intention to quit the organization 
was significant but of a low magnitude. This implies that the person who 
has experienced a voluntary job/responsibility change is less likely to 
quit the organization than a person who has had an involuntary job change
or no change at all. This finding is consistent with that of Dalton 
and Todor (1987), who found that those employees who have requested and 
received a transfer are on the order of 3-4 times less likely to quit.
It appears that the intraorganizational mobility may be a surrogate for 
employee turnover, as has been speculated by Mobley (1982) and March and 
Simon (1958).
In the present study, both age and tenure had significant bivariate 
correlations with organizational commitment. Others have found similar 
relationships. In a study by Hrebiniak and Alutto (1972), years of 
service was one of the two most important predictors of attitudinal 
commitment. Their conclusion was that commitment was an exchange and 
accrual phenomenon. Such a relationship is also supportive of the March 
and Simon (1958) inducements-contributions component of their decision to 
participate in the organization theory. Comparing the agents in this 
study with those of other studies shows that the agents in Louisiana are 
similar in age and tenure to agents in other states. In the Clark (1981) 
study of Extension agents in Ohio, the average age of the agents was 
37 years and the average tenure was 8.5 years. A study by Van Tilburg 
(1985) of the Ohio agents found a mean age of 40 years with average 
tenure of 9.3 years. Van Tilburg concluded that agents remain in their 
jobs for a long period of time. More than 30 percent of the agents had 
been with the organization more than 10 years. A similar age (41.8) 
years but somewhat longer average tenure (15) years was identified in 
this study.
The fact that sex was another demographic variable that was not 
significantly related to either intention to quit the organization or to 
its main predictor, organizational commitment, was not surprising as
Mobley (1982) had indicated that this variable gave mixed results.
The relationship between job satisfaction and organizational 
commitment is of interest in this study even though job satisfaction was 
not a significant predictor of intention to quit the organization. The 
relationship between job satisfaction and organizational commitment and 
intention to quit has been studied by Peters et al. (1981). In their 
study, among those who were dissatisfied, increasing levels of 
organizational commitment were associated with decreasing levels of 
intentions to quit. Their conclusion was that these two variables 
occasionally interact together to explain variance in intention to quit. 
In the present study, in addition to the substantial correlation between 
organizational commitment and intention to quit the organization, the 
correlation between job satisfaction and intention to quit the 
organization was moderate and significant. Overall job satisfaction 
and organizational commitment were also significantly (.0001) related, 
with a moderately high simple bivariate correlation (r = .69) indicating 
that those who were most committed also tended to be more satisfied.
This relationship is also of statistical significance as the correlation 
between the two variables could be one of the reasons that job 
satisfaction failed to enter the regression equation as a significant 
predictor of intention to quit the organization. Significant 
intercorrelations between two variables that are both also correlated 
with a third variable probably will result in the second variable to 
enter the regression equation explaining a nonsignificant amount of 
additional variation in the model. Organizational commitment was such 
a strong predictor of intention to quit the organization that it may have 
absorbed all of the shared variance and attenuated the effect of job
satisfaction in the prediction equation. Also of statistical 
significance is the fact that there was limited variation in the response 
distribution on the instrument used to measure job satisfaction. This 
lack of variation can result in low correlations with the other variables.
Overall job satisfaction within the Extension service tended to be 
relatively high. In comparing these results with a study of factors 
affecting job satisfaction and motivation of Louisiana Extension agents 
by Fugler (1974), it was found that agents in the present study were 
somewhat less satisfied in all areas of job satisfaction with the 
greatest change in the job satisfaction subscale related to promotion 
opportunities. In the Fugler study, agents were most satisfied with their 
coworkers, supervision, and work itself. Their level of satisfaction 
with pay and promotion opportunities was relatively low and approached 
dissatisfaction. In the present study, the agents reported the highest 
levels of satisfaction with people on the job, supervision, and work 
itself. They were least satisfied with promotion opportunities and pay. 
The importance of these findings in determining the level of satisfaction 
and intention to quit of the Extension agents is not known. However, in 
a longitudinal study over a five-year period, Kraut (1975) found that job 
attitudes (measured by the Job Descriptive Index) concerning the work 
itself are of major importance in determining the intent to stay in an 
organization. In his study, shifts in satisfaction with pay were 
unrelated to changes in the employee's intention to quit.
Results of the central life interest variable are interesting when 
compared with other studies of extension agents. Central life interest 
was significantly correlated with intention to quit the organization, 
even though it did not enter the regression model as a significant
predictor. Central life interest and its relation to intention to quit 
the organization may provide additional support for viewing Extension as 
a loosely coupled organization. In the present study, 88% of the agents 
indicated a central life interest in work. Of these, almost 40% of the 
responses were in the agree and strongly agree categories, indicating a 
relatively high central life interest in work for these agents. Clark 
(1981) in his study of Extension agents in Ohio also used the Ben-Porat 
(1980) measure of central life interest as used in this present study 
and reported a mean central life interest score of 5.2 measured on a 
seven-point scale. This compares with the overall mean score of 3.34 
measured on a five-point scale for the agents in the present Louisiana 
study, indicating a lower (.8) central life interest in the present 
study. Central life interest of Extension agents in Michigan had been 
the focus of an earlier study by Ranta (1960) . He reported 85% of the 
agents had a central life interest in work. In his study 54% indicated 
a high or relatively high score. These findings are not directly 
comparable with those of this study as Ranta used a different instrument 
to measure central life interest and different scoring procedures.
In his study of Extension agents in Michigan, Ranta (1960) also 
looked at the concept of professional status and related this status to 
the agents' central life interest. Based on his findings, there is 
reasonable support to suggest that if the amount of involvement around 
work and the work place is a basis for establishing the professional 
status of an organization, then Cooperative Extension Service agents can 
be classified as more professional than others who have been recognized 
as having professional status (Ranta, 1960). Agents were found to 
identify their professional status within the community as higher than
that of most other local occupations. The agents Ranta studied had a 
high central life interest in work and also viewed themselves as higher 
in professional status, ranking their position below that of lawyer and 
college professor, and above that of vocational teacher and principal, 
and equal to that of banker. Such a rating of professional status would 
also be a characteristic attributable to members of a loosely coupled 
organization. This characteristic of the loosely coupled organization is 
that its members are perceived as professionals, who as representatives 
of the larger university organization, occupy positions of leadership and 
authority within a local community.
Supplemental analyses explored the relationship between the 
dependent variable, intention to quit job (intra-organizational change) 
and the independent variables in the study. The supplemental analyses 
yielded several interesting findings. The stepwise multiple regression 
equation confirmed that organizational commitment was the best predictor 
of intention to quit job just as as it had been for intention to quit 
organization. Job satisfaction did not enter the regression equation, 
as had been expected based on the findings of Jackofsky and Peters 
(1983). They had concluded that job satisfaction was the most significant 
predictor when the intent was to measure job-specific behaviors but not 
when the intent was to measure organization-specific behaviors. Their 
findings had shown that differences in satisfaction were associated with 
turnover only among those who perceived a greater ease of movement from 
their jobs. No such relationship was found in the present study. In the 
present study, the global measure, organizational commitment, was the 
strongest predictor, and the job-specific measure, job satisfaction, was 
nonsignificant regardless of the whether the level of prediction was
organization specific or job specific. Of statistical importance in 
explaining this result is the moderately high and statistically 
significant correlation between job satisfaction and organizational 
commitment that was discussed in an earlier section. Because 
organizational commitment was found to be the stronger predictor of 
intention to quit, and the fact that the degree of multicollinearity 
between organizational commitment and job satisfaction was substantial 
may account for the nonsignificance of job satisfaction as a predictor 
of intention to quit. Due to this multicollinearity, organizational 
commitment may be attenuating the predictive power of the job 
satisfaction variable in this analysis. It should be noted also that the 
response distribution for this population on the instrument used to 
measure job satisfaction was not well distributed over all response 
categories. The low standard deviation resulting form the restricted 
response distribution provides additional explanation for the low 
correlations between job satisfaction and intention to quit the job, as 
well as with the other variables in the study.
It is also important to note that in spite of the significant 
contribution of organizational commitment to the variance in job-specific 
turnover intentions (14%), organizational commitment explained 
substantially more of the variance in organizational-specific turnover 
intentions (39%). This result suggest that there remains some indirect 
support for Jackofsky and Peters (1983) hypothesis about the match 
between job-specific and organizational-specific predictors and types of 
turnover.
Based on the conclusions from the findings in this study, the more 
committed the employee, the less likely he/she is to quit the job or
the organization. The other five variables to enter the intention to quit 
job equation explained only about an additional 8.4% of the variance.
This low amount of variance explained by these predictors suggests that 
other variables may be identified that would explain additional variance 
in the model of interest in this study.
Implications for Research and Theory 
Theoretical and methodological refinement of the relationships 
between desirability of movement (organizational commitment), ease of 
movement, and their interaction as proposed in the March and Simon 
(1958) conceptualization of the turnover process may be fruitful 
areas for further research. Need for further research to refine the ease 
of movement concept of the decision to participate model comes from 
Griffeth and Horn (1988) who explored one component of ease of movement, 
that of perceived alternatives. These researchers concluded that the 
empirical research examining the role of the ease of movement construct 
in the turnover process tends to be weak, inconsistent, or nonexistent. 
They suggest that several different conceptualizations of this construct 
exist but that it is unclear which facet of the construct should be 
emphasized in determining ease of movement. They further concluded that 
additional research be conducted to examine a different conceptualization 
of ease of movement. This research attempted to clarify the role of one 
of the components of ease of movement but results were partially 
inconsistent with current theory. Thus, instead of clarifying the role, 
the results may have suggested a more complex problem than had originally 
been conceptualized. Griffeth and Horn (1988) say there is much to be 
done regarding operationalization of the components of ease of movement.
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In light of the present findings, desirability of movement and ease 
of movement appear to be in need of further research if their 
contribution as components of a model explaining the turnover process is 
to be fully understood. Additional refinement of the relationship of the 
components of the March and Simon (1958) model is called for if we are 
to develop much needed understanding of this turnover phenomenon and 
increase our knowledge, and perhaps the predictability, of turnover in 
general. The suggestions and findings of this study may aid other 
researchers as they attempt to add to the body of knowledge concerning 
ease of movement and its role in the decision to participate framework.
Refinement in understanding the ease of movement construct is 
certainly needed to clarify the theoretical framework surrounding 
intention to quit. Griffeth and Horn (1988) attempted such a refinement 
as they studied turnover of nurses as related to knowledge of feasible 
alternatives. A replication of this research with other populations 
would either validate or further weaken these research findings. Their 
research focused upon expectation of finding alternatives and expected 
utility of alternatives. Neither of these components of ease of movement 
explained a significant proportion of variance in intention to quit the 
organization. They suggested that the scope of the turnover decision 
process as conceptualized by Mobley (1977) may actually differ from that 
proposed. The Mobley model, as discussed earlier, serves as the basis 
for much of the turnover research relating to ease of movement.
Also, it is suggested that another measure of ease of movement that 
encompasses concepts other than that of job alternatives receive 
additional attention. In the Pfeffer and Lawler (1980) study, the ease of 
movement criterion was the response to whether or not the individual had
actually received an offer or serious inquiry concerning another job. It 
appears that perceptions of feasible alternatives should be related to 
the individual's perception of his/her ease of movement even if no overt 
action toward or by the individual has been taken regarding other 
alternatives. Support for this conclusion comes from the Griffeth and 
Horn (1988) study, which suggested that in certain types of occupations, 
employees may evaluate job alternatives after leaving a position rather 
than before leaving.
Others, including Hrebiniak and Alutto (1972) and Pfeffer and 
Lawler (1980), have suggested that the accumulation of side bets or 
investment in the employing organization may also contribute to the 
commitment to the organization by its members. Additional research to 
identify these side bets and their relation to organizational commitment 
could assist researchers in developing sound theories of organizational 
turnover behavior.
Current data suggest that further research should explore the 
independent and joint effects of both commitment and job satisfaction on 
a wider range of antecedent turnover variables (Peters et al., 1981; 
Mobley, 1977; Mowday, Kohlberg & McArthur, 1984). It is possible that an 
additional interaction is between organizational commitment and job 
satisfaction to produce the desirability of movement term rather than 
just job satisfaction when the criterion measure is job turnover or 
organizational commitment when the criterion measure is organizational 
turnover. Results of this study suggest that more sophisticated 
statistical analysis such as path analysis be used to test the 
hypothesized relationships. More refined instruments may also need to be 
developed and employed that will identify the separate contributions of
organizational commitment and job satisfaction. It is clear from the 
literature that the two concepts should be different enough so that their 
separate relationships to turnover intentions can be identified.
However, the degree of multicollinearity of these variables in this study 
precluded identification of these differences. Replication of the 
present study with other populations is also in order to determine if 
different response distributions on job satisfaction and organizational 
commitment are obtained. Increased variability in job satisfaction may 
yield results wherein job satisfaction is a better predictor of 
job-specific turnover than occurred in this population.
Researchers have also suggested that commitment and job satisfaction 
may differ with respect to their referent (the whole organization versus 
the specific job) and time lapse. With regard to the time lapse, 
commitment may evolve slowly (Porter et al., 1974) and thus may be the 
result of an exchange between inducement and contributions as viewed by 
the individual as he interacts with the organization (March and Simon 
1958). If researchers can find evidence of continued and increasing 
satisfaction over time, then organizational commitment should also 
increase, or if dissatisfaction increases organizational commitment 
should also decrease. To validate these implications, future research 
efforts should explore the joint relationship of these predictors.
In the Pfeffer and Lawler (1980) research on behavioral commitment 
to a course of action, tenure was used as the measure of commitment to 
the organization. Further research should be conducted that utilizes 
other measures of organizational commitment such as the Organizational 
Commitment Questionnaire (Mowday et al., 1979) to see if these findings 
can be replicated with other more global and well researched instruments.
A study by Tetrick and Farkas (1988) suggested that the Organizational 
Commitment Questionnaire may actually be composed of two separate but 
highly correlated dimensions whose stability over time actually may 
differ. This research also supported the use of the organizational 
commitment measure as the measure for the more global evaluation of the 
organization over the longer period of time. This finding suggests that 
a comparison of these two dimensions with job satisfaction may further 
explain the role of each of these in the turnover process.
Conceptual Basis of Modified Model
As discussed above, there are many possible reasons, both 
theoretical and statistical, that may explain why the hypothesis 
involving the interaction of desirability of movement and ease of 
movement in predicting turnover was not supported. The conceptual 
foundation upon which the model was based, March and Simon's (1958) 
proposition that turnover is a function of both ease of movement and 
desirability of movement had been questioned by Jackofsky and Peters 
(1983). Jackofsky and Peters found support for the interaction of 
desirability of movement and ease of movement for the measure of job 
turnover but not when measuring organizational turnover. In view of 
their finding, Jackofsky and Peters suggested that the reason the theory 
was not supported was that the measure used for desirability of 
movement was job satisfaction, thought to be a job-specific measure.
Thus they suggested the further testing of the March and Simon (1958) 
model using an organization-specific measure to identify organizational 
turnover. This further testing was the intent in this present study. 
Results of this study indicate some conceptual support for the Jackofsky 
and Peters (1983) suggestion that organizational specific predictors be
used when the intent is to measure organizational specific behavior and 
job specific measures be used when the intent is to measure job specific 
behavior, such as turnover. In this study, even though desirability of 
movement (organizational commitment) was the stronger predictor for 
either level of turnover, the largest amount of variance explained in the 
models studied was for organizational turnover. The low amount of 
variance explained in the intention to quit job model by the predictors 
in this study, suggest that different, job specific measures, of 
intention to quit may explain additional variance in the prediction 
of job turnover. Another statistical measure could also be selected that 
may compensate for the high degree of multicollinearity between job 
satisfaction and organizational commitment.
In the present study, the significance of the relationship between 
the interaction term desirability of movement (organizational commitment) 
and ease of movement and intention to quit the organization was 
supported. However, of the two components of the interaction term, only 
one entered the regression equation model as a significant predictor. It 
appears that in this study, the interaction was supported largely by 
organizational commitment, which was found to be the strongest predictor 
of intention to quit. The ease of movement measure used in this study, 
even though it was included as a component of the interaction term, was 
not significantly related to intention to quit. It did not enter into 
the regression model. A different more refined measure of ease of 
movement with the specific components identified may be better at 
identifying the variance accounted for by ease of movement. Different 
components of the ease of movement construct may more clearly identify 
the contribution of this component in the decision to participate model.
It appears that further testing of the model with other measures and/or 
populations is in order.
Revised Conceptual Model
Even though organizational commitment and ease of movement were 
the components of the interaction term, only one component of the term 
was identified as significantly related to intention to quit the 
organization. After the main effect for organization commitment entered 
the regression equation, the main effect for ease of movement did not 
enter the regression equation as a significant predictor. Additionally, 
the variables did not interact in the proportion hypothesized because 
organizational commitment in this model was the much stronger predictor. 
The findings of the present study show a substantial correlation between 
organizational commitment and intention to quit, but a nonsignificant 
correlation was shown between ease of movement and intention to quit.
The agents reported a relatively long average tenure in the 
organization. This long tenure coupled with the low level of intention to 
quit may have affected the response distribution on the ease of movement 
measure. Agents who are committed and have a long service invested may 
be reluctant to quit even though they perceive a high level of ease of 
movement. This may be the case in this study. For this population, the 
ease of movement variable did appear to influence organizational turnover 
intentions as had been suggested by the model under study. The moderate 
distribution on the instrument measuring ease of movement may have 
contributed to the low correlation with intention to quit and may also 
provide a partial explanation for its nonsignificance as a component of 
the conceptual model. The interaction term did show a moderate 
correlation with intention to quit, but the interaction failed to enter
the regression model as one of the significant predictors.
Organizational commitment and its strong correlation with intention to 
quit the organization appeared to account for the significant 
relationship shown by the interaction term.
The role of job satisfaction as a significant factor remains unclear 
as it failed to enter the regression equation for both the intention to 
quit organization and supplemental analysis on intention to quit job. 
Again, this result may be due to the multicollinearity of job 
satisfaction and organizational commitment, as well as the reduced 
variability in job satisfaction for this population.
It may be that the model of intention to quit may need refinement to 
include well-researched determination of the proportional contribution of 
the two component terms of the interaction, desirability of movement and 
ease of movement. No mention of the relative importance of the 
desirability of movement or ease of movement components in the model 
are presented in the original March and Simon (1958) model. This 
suggestion would be conceptually consistent with the Fishbein-Ajzen 
(1975) model of behavioral intentions which suggests that intentions are 
determined by two intervening variables. The two variables are attitudes 
toward the behavior (a function of beliefs about the the behavior's 
consequences and evaluation of these consequences) and the subjective 
norm (a function of normative beliefs and motivation to comply which are 
in turn based on the information a person has about his relevant 
referents). Fishbein and Ajzen (1975) suggest to first survey the 
population to be studied in order to determine the proportion of each 
component to be included in the prediction model. Using this 
information, the model could be individualized for each person
responding to the measures predicting intention to quit.
Kraut (1975) suggests using sophisticated statistical techniques 
to improve our models of job attitudes leading to employee turnover. He 
also suggests that weighting of different factors is likely to vary a 
great deal from individual to individual. Thus he concluded that each 
employee may provide the most effective interaction of all of the 
relevant factors into the algorithm predicting his turnover. Kraut's 
research demonstrated that a direct measure of employee intention to 
remain is a relatively powerful predictor and the employee's attitudes 
have a very real relationship to later turnover behavior. He 
also suggests that it may be instructive to examine the attitudinal 
predictors and behavioral criteria in greater detail to see how 
appropriate measures of these variables are related to one another.
Additionally, the present model may be improved through the use of 
a well-developed measure of ease of movement, which may produce a more 
equal contribution to the interaction term. The need for this further 
refinement had also been suggested by Jackofsky and Peters (1983). A 
refinement of the ease of movement measure and development of a 
well-documented instrument is again suggested. No one instrument is 
widely used. Many instruments measuring ease of movement were identified 
but none was identified with a well-documented history for knowledge 
building in the literature.
Also, knowledge of both commitment and job satisfaction appear 
to be essential when attempting to understand and/or alter potentially 
unfavorable turnover situations and thus avoid program disruption.
As indicated earlier, it is suggested that organizational commitment and 
job satisfaction be studied as an additional interaction within the
desirability of movement component of the March and Simon (1958) model. 
The results of the analyses involving the proposed
inducements-contributions relationship between the variables age and 
tenure and their relationship to organizational turnover intentions may 
need further study.
Additional research could also identify differences between those 
who have quit and those who remain. For this population, a longitudinal 
study could compare those who have left with those who have stayed. A
study by Krackhardt and Porter (1985) analyzed the effect of turnover on
the attitudes of those who remained in the organization. In this 
longitudinal investigation, it was determined that the closer the 
employee was to those who left, the more satisfied and committed he or 
she became. It is not known if a similar phenomenon was operating in the 
current study and thus could help explain the high level of 
organizational commitment of the Extension agents.
The relatively high intention to remain observed in the present 
study may have resulted from the fact that these respondents were all 
employees who, up to that point had decided to maintain organizational 
membership. In a longitudinal study, employees who quit could be 
observed prior to their quitting and later compared with those who stay. 
This additional information may help to increase the variance explained 
in intention to quit the organization.
Implications for Practice
Results of this study in connection with results of related studies 
have several implications for practitioners in organizational management. 
These implications would have an effect on both employers and employees, 
and on the organizational effectiveness of the Extension Service. First,
results of previous studies along with the present study suggest 
employers should be particularly sensitive to the development of 
organizational commitment in their employees.
With the knowledge of how organizational commitment and job 
satisfaction relate to intention to quit, organizational development 
practitioners and managers could regularly assess commitment and 
satisfaction to see if these are increasing or decreasing with the intent 
to gather information on the individual's predisposition to turnover. If 
both commitment and satisfaction are low, then the manager would have a 
diagnostic tool to use to determine employee's perceptions and 
expectations about quitting. This information, along with possible 
information on the employee's perceptions concerning ease of movement, 
could help organizations with human resource problems regarding employee 
turnover. Organizational development techniques such as mentoring and 
team building that affect employee attitudes toward the organization 
could be used to help increase commitment. Information regarding the 
side bets theory could also assist managers in developing employee 
benefit plans to encourage commitment of the most effective employees 
(Hrebiniak & Alutto, 1972; Pfeffer & Lawler, 1980).
Another implication for the organizational practitioners involves 
improving the existing levels of organizational commitment as 
organizational commitment appears to be related to employees' intentions 
to remain with the organization. Also, because organizational commitment 
and job satisfaction are both related to intention to quit and appear to 
exert a still undetermined joint effect on desirability of movement from 
the organization, job satisfaction measures should be utilized to 
identify particular problems that adversely affect the particular
components of job satisfaction (Hulin, 1966).
Summary
In summary, the results of this study and the proposed expanded 
framework may contribute to a more comprehensive and integrative theory 
of commitment to the organization. Thus this framework has implications 
for the formulation of a more comprehensive theory of job and 
organizational turnover. This approach integrates the recognition that 
organizational commitment and job satisfaction, in addition to adding 
non-redundant sources of variation, may actually interact in forming the 
desirability of movement component of the decision to participate model. 
These findings suggest that rather than identifying either organizational 
commitment or job satisfaction as influencing intention to quit, it may 
be more appropriate to determine the relative importance of each within 
a population before testing the desirability of movement component of the 
decision to participate model. Additionally, no research has been found 
that discussed the weighting of either the desirability of movement or 
the ease of movement components of the model. All assumptions seem to 
imply an equal relationship of the components in the decision to 
participate model, and this research suggests this may not be the case.
The ease of movement measure does not seem to be as well researched 
as does the desirability of movement side of the model. It is suggested 
that a refinement and additional research focusing on the ease of 
movement scale may provide for additional insight into the relative 
contribution of each component in the prediction of future turnover.
The Fishbein-Ajzen model (Fishbein & Ajzen, 1975) may be operating at 
as many as two levels within the intention to quit model. Additional
research to identify the weights of each of the components in the model 
may prove of significance and could be used to guide and explain future 
research findings.
Finally, these data are consistent with prior research, indicating 
that, beyond commitment, job satisfaction may tend to have additional 
independent relationships to intention to quit the organization and 
intention to quit a specific job. Also, these data do provide some 
indirect support for the contention that organizational commitment is an 
organization-specific variable and that a job-specific measure could be 
identified which would explain more of the variance in the model, 
depending upon whether the criterion measure was organization-specific or 
job-specific. For both criterion measures analyzed in this study, 
organizational commitment was the stronger predictor. However, more 
support was found for organizational commitment as a significant 
predictor when measuring organizational turnover intention rather than 
job turnover intentions. The organizational commitment variable showed a 
much higher correlation with the organizational turnover variable than it 
did with the job turnover variable. Even though organizational 
commitment entered the equation first for both dependent variables, it 
accounted for more variation in the organizational turnover prediction 
equation than in the job turnover prediction equation. This is 
consistent with the findings of others who suggest that commitment 
develops over time and is more useful as a global indicator of 
organizational turnover intentions than is job satisfaction, which is 
thought to vary with specific happenings related to various parts of 
one's job. Job satisfaction is also thought of as less dependent on time 
for development. It may be that during the past four years of economic
stress in Louisiana, the 25% of the agents who resigned included the less 
committed, younger agents, with shortest length of service.
The continuing challenge for researchers studying effective 
organizations is to establish linkages between behaviors and attitudes 
that relate to organizational participation. Broadening our 
understanding of the effective organization through expansion of the 
decision to participate framework may identify additional approaches to 
the turnover problems in organizations.
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January 7, 1989 
Dear Co-Worker:
I am pleased C o  invite you C o  participate in a study of how people decide to 
remain with or leave work organizations. Employee turnover is of concern to 
many work organizations, including extension services.
The enclosed questionnaire asks about your feelings regarding your Interest 
in work, work in general and your work organization. Your participation will 
contribute to a better understanding of the employee turnover process and 
help in the comparison of several measures of work attitudes.
Your individual responses are important, even critical, to the success of 
this effort. The participation of each extension agent is important. Please 
feel free to respond fully. Your answers will be kept strictly confidential.
The number on the cover of the questionnaire is so that I will know when you 
have returned your responses. This will keep you from being troubled by 
additional mailings. The number also allows for the possibility of an 
additional study six months to a year from now to compare Che responses of 
agents who leave the organization with those who remain.
Director Loupe is aware of the study and has given his permission for you to 
participate. Area supervisors and other administrators are aware of this 
study. Nothing will be shared which can be linked to either individual 
agents or extension areas. Even the decision as to whether to participate 
will be confidential.
Let me thank you in advance for your participation. If you have questions or 
concerns please drop me a note or call me at (504/388-1425). The back cover 
of the questionnaire has been left blank for you to add your comments, 
suggestions or questions. Rather chan setting this aside, please take some 
time now to complete and return the enclosed instrument.
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Ihmk oi the kind of stoervtston that you gel on 
your job How well does each ot the following 
*rords describe this supervision’ In the blank 
beside each word below, put
jL  if H describes the supervision you get on 
V your job
Jj
- It it does NOT describe it ?
• it you cannot decide
Think ot your present work What is it like most of 
the time’ in the blank beside each word given 
below, wnte
lor "Yes" if it describes your work
JL. for "No" if it does NOT describe it ?
—l—— if you cannot decide


















-Gives sense o4 m t omplishment
SUPERVISION ON  PKE5ENT JO *
„ Asks my advice 
_ Hard to please 
_ Impolite 
.P ra ises  good work 
.T actfu l 
.In fluential
-  Up-to-date
.  Doesn't supervise enough 
.Q u ic k  tempered 
_ Tefls me where I stand 
. Annoying 
.  Stubborn
-  Knows job well 
-B a d
.  Intelligent
.  Leaves me on my own 
_ A/ound when needed
- lary
Cn on to /h e  n m l pnec
Pteae go on to the next pjqfr
Think of the appcrturottes tor promotion that you 
have now How we4l docs each or the following 
words describe these? In the blank beside each  
word put
i- for *'Yes'* rt it describes yckm opportunities for promotion
JL for "No" if it does NOT desenbr them P
if you cannot decide
Think ol the pay you get now How well do*-, 
each of the following words describe yom present 
pay? In the Wank beside each word, pul
if it describes your pay
JL if it does NOT describe it 
?  ,
- r n you cannot decide
o m x T U N m e s  f o r  p r o m o t i o n
 Good opportunities for promotion
Opportunity somewhat limited 
Prompt ton on ability 
Dead-end fob
Cood chance for promotion 
_ _  Unfair promotion policy 
Infrequent promotions 
___ Regular promotions 
_ fairly good chance for promotion
PRESENT PAY
Income adequate for normal expenses 
^satisfactory profit sharing 
Barely live on income 
Bad
Income provides luxuries 
Insecure
Less than I deserve 
Highly paid 
Underpaid
Co on to the next page
Now please turn to  the next page
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WORK VERSUS NON-WORK INTEREST
The Items in this section deals with your Interest in work and non-work 
activities. Please indicate your agreement or disagreement with the 
following statements.
SD - STRONGLY DISAGREE 
D - DISAGREE 
N - NEUTRAL 
A - AGREE 
SA « STRONGLY AGREE
I am Interested in my work more than
in other things. SD D N A SA
Success in my work is more Important
to me than success in other things. SD D N A SA
What happens in my work concerns me
more than other things. SD D N A SA
While I am working, I think only of
my work. SD D N A SA
I am most interested in things
concerning my place of work. SD D N A SA
Things from my work concerns roe
after work. SD D N A SA
I think that very much time should 
be devoted to my work even if it 
Interferes with other things. SD D N A SA
RESPONSE TO ORGANIZATION
Listed below are a series of statements that represent possible feelings that 
individuals might have about the organization for which they work. With 
respect to your own feelings about the Louisiana Cooperative Extension Service 
(LCES) please Indicate the degree of your agreement or disagreement with each 
statement by circling the number most closely associated with your feelings 
based on the following scale:
STRONGLY MODERATELY SLIGHTLY NEUTRAL SLIGHTLY MODERATELY STRONGLY 
DISAGREE DISAGREE DISAGREE AGREE AGREE AGREE
1 2 3 4 5 6 7
I am willing to put a great deal of effort beyond 
that normally expected in order to help LCES be
successful. 1 2  3 4 5 6 7
I talk up the LCES to my friends as a great 
organization to work for*
I feel very little loyalty to the LCES
I would accept almost any type of job 
assignment in order to keep working for 
the LCES.
I find that my values and the LCES values 
are very similar.
I am proud to tell others that I am part 
of the LCES.
I could just as well be working for a 
different organization as long as the type 
of work was similar.
The LCES really inspires the very best of 
me In the way of job performance.
It would take a very little change in my 
present circumstances to cause me to 
leave the LCES.
I am extremely glad that I chose the LCES 
to work for over others I was considering 
at the time 1 joined.
There's not too much to be gained by
sticking with the LCES Indefinitely. 1 2  3 4 5 6 7
Often, I find it difficult to agree with 
Che LCES's policies on important matters
relating to its employees. 1 2  3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 o 7
1 2 3 4 5 6 7
STRONGLY MODERATELY SLIGHTLY NEUTRAL SLIGHTLY MODERATELY STRONGLY 
DISAGREE DISAGREE DISAGREE AGREE AGREE AGREE
1 2 3 A 5 6 7
I really care about the fate of the LCES. 1 2  3 4 5 6 7
For me this is the best of all possible
organizations for which to work. 1 2  3 4 5 6 7
Deciding to work for the LCES was a
definite mistake on my part. 1 2  3 4 5 6 7
Thank you for your cooperation in responding to our questions. If you have 
any comments, suggestions, or questions, please write them in the space below. 
If you would like a copy of the final report of the study, please put your 
name and address on the back of the return envelope.
THANKS AGAIN FOR YOUR HELP!
JOB ALTERNATIVES OUTSIDE OF LOUISIANA COOPERATIVE EXTENSION SERVICE
This group of statements is concerned with your perception of job opportunities 
and alternatives outside the Louisiana Cooeprative Extension Service. Indicate 
your agreement or disagreement with each statement.
SD “ STRONGLY DISAGREE 
D • DISAGREE 
N - NEUTRAL 
A - AGREE 
SA - STRONGLY AGREE
IF I WERE TO LEAVE MY PRESENT POSITION with Louisiana Cooperative Extension...
LEVEL OF AGREEMENT
(Circle your response)
1 would have no trouble obtaining 
a better job. SD D N A SA
there are very few jobs for which 
I am qualified. SD D A N SA
there are many exciting jobs from 
which to choose. SD D A N SA
...I would have a much better chance 
of finding a new job than would 
most of my friends. SD D A N SA
...I would not know where to look for 
another good job. SD D A N SA
..many employers would consider 
hiring me. SD D A N SA
...I would be competitive in the job 
market. SD D A N SA
JOB CHANGE INTENTIONS
This next series of statements represents thoughts you may have when 
considering your present position with the Louisiana Cooperative Extension 
Service or the Extension Service in general. Once again, indicate your 
agreement with each.
SD - STRONGLY DISAGREE 
D - DISAGREE 
N - NEUTRAL 
A - AGREE 
SA - STRONGLY AGREE
A. Organizational Change
LEVEL OF AGREEMENT 
(Circle your response)
I will quit my job with Louisiana Cooperative 
Extension Service soon. SD D N A SA
I am actively looking for a new job 
outside of Louisiana Cooperative Extension 
Service. SD D N A SA
I Intend to remain with the Louisiana 
Cooperative Extension Service. SD D N A SA
B. Job Change Within LCES
I will change my present job within 
Louisiana Cooperative Extension Service 
soon. SD D N A SA
I am actively looking for a job change 
within the Louisiana Cooperative Extension 
Service. SD D N A SA
I Intend to remain at my present job with 
the Louisiana Cooperative Extension Service. SD D N A SA
DEMOGRAPHICS
1. Your Sex. (Circle number)
1. Male
2. Female
2. Your present age in years.
3. How many years have you been in the Louisiana Cooperative Extension
Service?______
4. Have you experienced a change in Job assignments or job 
responsibilities in LCES in the past five years?
______  Yes   No
If yes, was the change: voluntary involuntary
In what program area is the major portion of your time allocated?
(Check one)
1. Home Economics Adult
4-H/other youth
Combination Adult and 4-H/other youth
2. Agriculture Adult
4-H/other youth
Combination Adult and 4-H/other youth
Is your spouse a wage earner?
Yes No Does not apply
If yes, is it:
full time part time
Thank you for your cooperation in responding Co our questions. If you have 
any comments, suggestions, or questions, please write them in the space 
below. If you would like a copy of the final report of the study, please put 
your name and address on the back of the return envelope.
THANKS AGAIN FOR YOUR HELP!
A P P E N D I X  B 
F O L L O W - U P  L E T T E R S
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Dear Parish Agent,
This postcard is a reminder that we have not yet received the 
research questionnaire sent to you last week.
We know this is a busy time of year for you and appreciate the 
value of the time needed to complete the questionnaire but 
your response is important!
If you have already put your questionnaire in the mail, thank 
you very much. If not, please take the time to give us your 
response now. Thank you.
Sincerely,




Dear Extension Staff Member,
Approximately three weeks ago, you were sent a questionnaire and asked to 
complete it* As of today, we have not received your questionnaire.
I am particularly concerned that it may have been misplaced or lost in the 
mail. Therefore, enclosed you will find another copy of the questionnaire for 
you to complete.
Please be assured that your responses will be kept in strict confidence. 
Remember, the code number is for follow-up purposes only so that reminders can 
be sent.
I would appreciate your prompt return of the questionnaire in the enclosed, 
stamped, self-addressed envelope. Any questions you may have should be 
directed to me at 504/766-8720 or 504/388-1425.
Thank you for your immediate attention and for participating in this study.
Sincerely,
Carolyn G. Carter Graduate Student
CGC:se
VITA
Bonnie Carolyn Gaddis Carter, daughter of Bonnie Barron Gaddis and 
the late Thomas Larry Gaddis, Jr., was born on May 7, 1941 in Baton 
Rouge, Louisiana. She graduated from Farmerville High School in 1959. 
Following her graduation, she attended Louisiana State University in 
Baton Rouge, Louisiana, where she received a Bachelor of Science in 
Vocational Home Economics Education (1963) and a Master of Science in 
Home Economics (1969).
Carolyn taught home economics in Lake Charles Louisiana from 1963 
to 1967. After completing her masters degree, she taught home economics 
at Northeast Louisiana University in Monroe, Louisiana. In 1970, she 
joined the faculty in the Department of Family Economics and Home 
Management of Purdue University in West Lafayette, Indiana as family 
economics specialist for the Indiana Cooperative Etension Service.
In 1972, she uas appointed to the faculty of Louisiana State University 
as family resource management specialist for the Louisiama Cooperative 
Extension Service, where she is currently employed.
Carolyn is married to Charles Thomas Carter of Philadelphia, 
Mississippi and has two sons Charles Lawrence and Christopher Hugh, and 
one stepson, Cary Thomas. She is a Certified Home Economist and is a 
member of several professional organizations: American Home Economics 
Association, American Council of Consumer Interest, Gamma signa Delta, 
and Epsilon Sigma Phi.
168





Bonnie Carolyn Goddis Carter 
Education (Administration)
Factors Related to Turnover Intentions of Louisiana 
Cooperative Extension Service Agents
Approved: ^
/ i
Major Professor and Chairman
Dean of the Graduate Sc
EXAMINING COMMITTEE:
/IJ:
/ y J ' ^ t c L s
i
April 28, 1989
